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Configurational Approach 

Vitaliy Smirnov 

Abstract 
A large number of studies suggest that the content of strategy becomes more 
multifaceted and elaborate and characterised by progressive development over time. 
Recently, a growing number of researchers argue that strategy can become simple, 
stable and inert over time. This study investigates how changes of sociocognitive 
processes at individual, group and organisational levels influence organisational 
processes and strategic decisions. It adopts configurational approach to strategy 
development and its concepts (configurations, transformations, archetypes) as a 
framework. Thus, the purpose is to provide a characterisation of strategy development by 
analysing the integration of four key research dimensions (social, cognitive, 
organisational performance and contextual) into one coherent theoretical structure - the 
model of organisational archetypes. This four-dimensional model is developed from the 
analysis of fifty one Ukrainian organisations using quantitative and qualitative research 
methods (questionnaire, interview and group interview) according to the logical structure 
of configurational research (modelling the sociocognitive basis, modelling the "fit between 
research dimensions and modelling configurations and archetypes). Following on from 
this, the model of organisational archetypes is validated in four other organisations 
through the development of a test of organisational internal creative environment in order 
to identify their configurations (current conditions) and archetypes (strategic 
perspectives). The procedure of this test includes the following sequence of actions: 
identifying sociocognitive characteristics of organisational members and the 
organisational internal creative environment, identifying periods of transformation and 
configuration in the process of organisational development, researching characteristics of 
the business-environment, and identifying appropriate organisational archetypes. The 
model of organisational archetypes developed in this thesis allows the identification of 
current and prospective organisational conditions and making relevant strategic decisions 
that reflect and anticipate changes in organisational internal and external environments. 
Thus, changes in the organisational internal creative environment (sociocognitive 
characteristics of organisational members) reflect changes in the business-environment 
and organisational performance and transform the characteristics of strategic decisions 
from multifaceted and elaborate to simple and inert and vice versa. 
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Chapter 1 Introduction to the Thesis 
2 
1.1. Introduction 
This work is an extension of the broad literature on strategy-environment alignment. It 
integrates concepts from the organisational literature concerning prescriptive and descriptive 
strategic paradigms and their approaches to strategy development in order to create a 
model that reflects the multidimensionality and complexity of strategy development. It 
provides a means to study organisations as complex adaptive systems and to understand 
how such systems can support and undermine strategic changes. This research was 
inspired by the lack of any well-received attempt to integrate the various concepts of 
strategic management studies into a configurataional approach to strategy. Porter (1991) 
suggests that the frontiers of the strategy field lie in integrative frameworks that address the 
dynamics of organisational changes and strategy development over time. 
This dissertation is a theory-exploring and theory-building venture. It focuses on the 
logic of the configurational approach and its meaning for extending organisational theories. 
This study investigates the concepts of configurations, archetypes and transformations and 
examines them with ideas and evidence drawn from a number of theorists in organisational 
science. The study focuses on the importance of organisational internal environment ­
sociocognitive processes - at individual, group and organisational levels and such 
organisational attributes as aspirational level, degree of inertia and activity (flexibility), risk 
preferences, cognitive schemes and behavioural characteristics in creating competitive 
advantage. The dissertation describes how configurations, archetypes and transformations 
provide competitive advantage in the business-environment under different sociocognitive 
conditions of the organisational internal environment. These configurations are shaped by 
interactions among attributes in four areas: operating external environment, organisational 
performance, social practices and cognitive preferences. 
A number of issues emanate from the existing configurational logic to strategy 
development and organisational changes: 
First, there is a lack of research which attempts to understand how organisations 
actually arrive at and sustain particular configurations. In other words, what forces and 
pushes organisational attributes to configure and re-configure (Miller, 1996). 
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Second, the role of organisational archetypes in configurational theory is 
underestimated and not used according to its potential for research. 
Third, there are no established frameworks for understanding the main concepts of the 
configurational approach to strategy and their interrelationships: configuration, archetypes, 
transformations and organisational performance. 
These issues are substantive and represent an important gap in configurational 
research. Therefore, the main purpose of this study is to provide a contribution towards 
resolving these important questions. It intends to create a series of archetypes which 
represent differing approaches and emphases in configuring the processes of strategy 
development and organisational changes. The creation of these archetypes will extend and 
clarify the discussion as to how configurational concepts are interrelated and how 
organisations actually relate to their archetypes and configurations and the potential 
implications of these differing pOSitions. 
Thus, this study is directed at researching content of strategy by investigating how 
changes of sociocognitive processes at individual, group and organisational levels influence 
organisational changes, organisational processes and strategic decisions using the 
integrative paradigm and configurational approach as a framework. As a result, managers 
may use these configurations and archetypes to diagnose their organisations' present state 
and orchestrate changes to increase strategy-environment alignment and hence the 
effectiveness of organisational actions. 
This study has four research directions: 
First, it seeks to define the idea of organisational archetypes and to highlight their key 
role in organisational changes. In doing so, it clarifies the main ideas and assumptions of 
configurational approach of strategy development (Chapters 1 and 2). 
Second, it examines the predictions of a four-dimensional model of organisational 
archetypes that is used for forming strategic recommendations on development of an 
organisation. It helps to assess whether the idea of organisational archetypes based on 
4 
changes of sociocognitive processes within an organisation warrants any further serious 
consideration as a means of strategy development (Chapter 5). 
Third, it helps to review theoretical and methodological issues involved in the study of 
organisational archetypes, as they are defined here (Chapters 2,3,4). 
Finally, it attempts to investigate the influence of sociocognitive processes together with 
organisational performance and business-environment on changes of the contents of 
organisational strategy using changes of organisational archetypes as a basis for strategy 
development (Chapter 4). 
1.2 Justification of this Research 
Quinn (1992) argued that effective corporate strategies increasingly depend more on 
the development and deployment of intellectual resources than on the management of 
physical assets. Kaplan and Norton (1996) added that financial and other economic 
indicators of business success are no longer sufficient. Companies in the modern information 
social-oriented environment have to invest in their intellectual capital and have to assess new 
indicators beyond conventional financial results in order to succeed. 
Classical concepts of strategy development orientate a person who is responsible for 
making strategic decisions to search for the best activities for development of an organisation 
from the viewpoint of financial and commercial effects. As a result, an organisation is 
considered as 'a sacred cow'. The task of managers is to identify the best 'pasture' for this 
'cow' by analYSing economic indicators of macro and micro conditions, industry and market 
conditions. Therefore, the priority is given to factors of the external organisational 
environment and how well organisational production and technological systems, financial and 
economic systems reflect external factors of influence. 
However, these classical concepts, which were popular in 19705 and 1980s, seem 
simply insufficient for making correct strategic decisions under the influences of post­
5 
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industrial social relations, globalisation and hyper competition and the increasing attention 
to the role of an individual in organisational changes. 
More successful organisations are ready to manipulate their resources freely, use 
them in new ways by implementing innovations and, as a result, reconstructing their 
structures where it is important for securing successful development of an organisation. 
Such organisations have mechanisms of internal learning and self-identification in the 
external environment that orientates organisational strategic settings towards development 
and not only growth. Success favours those organisations that have strategies aimed at an 
active use of their internal potential for changing the external environment. Successful 
strategy development is impossible unless an organisation has a functioning mechanism of 
learning about influences of organisational culture, behavioural patterns of organisational 
members and cognitive preferences of managers concerning ways of organisational 
changes. 
Changing competitive environments are forcing companies in almost every sector to 
re-examine their strategy. There seems to be a growing consensus among managers that 
the path to future success leads away from traditional strategy prescriptions advocating top­
down control, formal planning and industry analysis. Managers and practitioners are 
heralding strategy revolution as the new hallmark of organisational excellence (Hamel, 
2000). It supplements traditional concepts of strategy development concerning 
organisational business-environment with an attention to sociocognitive processes within 
an organisational collective. Thus, the unity of internal order and external influences should 
be investigated in the process of creating the contents of organisational strategy for 
successful development of an organisation. 
Consequently, in relation to the contents of strategy a range of studies suggest that the 
contents of strategy, in particular, and an organisation as a whole become more multifaceted 
and elaborate and are characterised by progressive changes: in their structures, goals, 
schemes of actions, organisational processes, and product-market domain (Blau and 
Schoen her, 1971; Chandler, 1991; Miller, 1996; Weber and Schwaninger, 2002; Caldwell, 
2003). At the same time a growing number of researchers take a very different approach. 
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They explore why organisations, their changes over time and strategy become simpler and 
more inert in their set of organisational actions and interpretative schemes that characterise 
these actions (Harald, 1999; Sheaffer and Mano-Negrin, 2003). I nertia is considered as the 
strong persistence of existing form and function. If the form is efficient, inertia is costless and 
arguably beneficial. However, if the organisation's form or practices are inefficient, inertia is a 
problem. Indeed, the most direct evidence of inertia is the persistence of inefficient forms and 
practices. 
Therefore, the fact of organisational inertia is not simply an "implementation" problem 
(Rumelt, 1995): 
• 	 Good business strategy process must take into account an organisation's inertia and 
not create new inertia without sufficient reason. 
• 	 The important strategy problem facing an organisation may well be inertia rather 
than macro- or micro conditions, and market or industry conditions. 
• 	 Leaving inertia out of an analysis underestimates the payoff to strategic change and 
innovation. If competitors are subject to inertia, this analysis is incorrect. Some of the 
great strategic success stories are due as much to the (temporary) inertia of 
competitors as to the cleverness of the innovator 
As a result, organisational simplicity and inertia together with a lack of an attention to 
social indicators can have profound consequences for an organisation's ability to deal 
effectively with the challenges it faces. It may, for example, allow organisations to develop 
distinctive core competence (Prahalad and Hamel, 1990) and economies of concentration 
(Chandler, 1991). However, it may also cause Ashby's law of requiSite variety to be breached: 
the competitive arsenal gets too narrow to address the range of the business-environment 
challenges, a danger that is especially relevant in intensely competitive industries (Gerard and 
Stewart, 2003; Rastogi, 2003). Some large and powerful organisations have reacted slowly to 
the need of change and either went bankrupt or were brought to the brink of bankruptcy before 
adapting. They did not have enough activity and capacities to reposition themselves in a 
market, change their game plans, or dismantle their current strategies when customers they 
serve are no longer as attractive as they once were (Harrigan, 1985). 
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Therefore, fighting inertia, favouring continuous changes and constructing flexible 
organisations are key points that should be considered during the process of strategy 
formation. Inertia and flexibility are for all purposes antonyms in the literature on 
organisations. Without exception, inertia has a negative tune: less inertia is beUer. Thus, 
organisational activity and flexibility is indeed the all-inclusive concept integrating a whole 
set of recent management theories and, moreover, that collaboration between the internal 
environment and the external environment of an organisation is the way that flexibility is 
achieved. 
Rumelt (1995) claims that the most crucial problem facing the top level of 
management of organisations concerning strategic decisions is not product-market domain 
but indeed organisational change reflecting a broad range of factors in external and, more 
important in the modern conditions, internal organisational environments. If managers are 
to commit energy, careers, time and attention to a program of change described in the 
organisational strategy, there must be trust that the direction chosen will not be lightly 
altered. Here, one touches the central paradox that change may require the promise of 
future inertia. Thus, inertia is incorporated in organisational internal policies, procedures 
and other social and cognitive processes and business strategy. 
1.2.1 MUlti-dimensional Perception of Strategy Flexibility 
Therefore, it is expected that organisational inertia and simplicity are influenced by 
some essential factors which should be analysed, investigated and taken into account during 
the process of strategy development in order to develop an organisation successfully in terms 
of the research dimensions of the present thesis. 
First, organisational inertia is a function of searching for incentives in organisational 
culture and behavioural patterns within the organisational collective that induce managers 
to look for and embrace additional ways of development (Miller, 1996; Cohendet and 
Llerena, 2003; Dosi et at, 2003) by analysing interrelationships between organisational 
members within the organisational collective (social research dimension) with the 
purpose of identifying the dominating stereotypes of behaviour (social research variable) 
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in an organisation. A stereotype of behaviour is understood as a set of standards of 
behaviour that is naturally developed during the process of adaptation to the organisational 
environment. Actually, the stereotype of behaviour is perceived by organisational members 
as the unique standard of social relationships and behaviour in the organisational collective. 
It is the basis of the organisational culture including different norms and values, forms of 
relations and actions. 
Second, organisational inertia is a function of organisational members' knowledge and 
mental preferences about the different ways of development (Walsh, 1995; Lipshitz et ai, 
2000; Zarraga and Garcia-Falcon, 2003; Mohamed et at, 2004). This function is realised by 
analysing cognitive processes and schemes of organisational members (cognitive research 
dimension) presenting the level of personal internal environment or level of internal flexibility 
(cognitive research variable) with the balance shifted towards centring stability. The aim is to 
establish their influences on the strategic decision making process and consequently on 
success or failure of development of an organisation. 
Third, good performance (organisational performance research dimension) can 
decrease the incentive to search by boosting organisational members' confidence in their 
favourite activities and thus narrowing their range of active concerns. It leads to simplicity and 
can be followed by inertia of organisational changes which result in the decreaSing level of 
organisational competitiveness (organisational performance variable) (Luthans, 2002; 
Paglis and Green, 2002). At the same time, bad organisational performance can force an 
organisation to replace existing structures, policies, processes and fight organisational inertia 
in order to push the level of organisational competitiveness up. 
Fourth, external sources (contextual research dimension) include macro conditions, 
market conditions and industry conditions, which are investigated by identifying different 
stages of industry development (contextual research variable). High levels of competition in 
the industry, for example. combat simplicity and inertia by increasing organisational members' 
knowledge about a wide range of development's options. By contrast. the business­
environment's growth or munificence may lull managers into complacency and discourage a 
search for increasing sociocognitive activity within an organisation. Finally, any environmental 
9 
uncertainty may stimulate a search and combat simplicity and inertia by improving the 
organisational internal creative environment. 
As a result, in order to propose and develop organisational strategy with the contents 
relevant for current organisational conditions and develop an organisation successfully it is 
important to consider all these factors (research dimensions and variables), which incorporate 
organisational inertia and simplicity, in a complex a systematic way and not separate internal 
factors from external. Such a multi-factorial (multi-dimensional) approach to the process of 
strategy development should allow the issues of organisational flexibility and overcoming 
organisational inertia to be kept in mind. 
1.2.2. The Integrative Importance of Configurational Approach 
A research question commonly found in the literature on management is the need for 
concepts of strategy development that incorporate this multi-dimensionality of the content of 
organisational strategy and that are suitable for creating flexibility of organisational processes 
and overcoming inertia in an increasingly turbulent and complex business environment 
(Dervitsiotis, 2004). The analysis of different paradigms (prescriptive, descriptive and 
integrative) and approaches (positioning, planning, programming, entrepreneurial, cultural, 
learning, cognitive, population ecology, political, configurational) to strategy development 
proposed by Mintzberg (1998) suggests that the strategic approach appropriate for this multi­
dimensional research should consider an integration of external opportunities and internal 
potentialities. This helps to realise the organisational functional utility in its business­
environment and to develop a scheme of actions causing a stable line of organisational 
behaviour for a time interval. 
As a result, the configurational approach to strategy development within an 
integrative strategic paradigm can be a solution for integrating the premises of different 
approaches and conSidering research dimensions in a systematic way for the following 
reasons: 
I 
.. l 
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Firstly, it considers various aspects of development of an organisation (socia! and 
cognitive processes, the business-environment and organisational performance, political 
processes and entrepreneurial leadership) - the unity of internal and external influences. 
Secondly, the configurational approach is based on the fundamental premise that 
patterns of attributes, variables and dimensions will exhibit different characteristics and lead 
to different outcomes depending on how they are arranged. 
Thirdly, this approach offers the opportunity for reconciling differences between the 
above-mentioned approaches and integrating similarities in order to form the general 
integrative framework for strategy development. 
Fourthly, the resulting strategies can take the form of plans or patterns, positions or 
perspectives, strategic recipes or interpretative schemes or else ploys, but again, each for 
its own time and matched to its own situation. 
1.2.3. The Role of the Archetype Theory in Strategy Development 
In a systematic way the essence of the configurational approach to strategy 
development can be described as follows. Configurational constructive processes depend 
on archetypal interpretative schemes. Changes between organisational archetypes 
(switching from one archetype to another), due to changes of organisational internal and 
external conditions, force a set of organisational attributes (research dimensions and 
variables) to transform (re-configure) into another configuration. In its turn, this 
configurational transformation impels another level of organisational performance and 
competitiveness in the organisational external environment. 
The peculiarity of an organisational archetype is that it acts as the most significant, 
powerful and primary component in interrelationships between all configurational concepts. 
It is a determining factor and basis according to which all the other concepts 
(configurations, transformations and organisational performance) are being built. Therefore, 
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the concept of organisational archetypes is a centrai and final point in this configurational 
research. 
As a result, a model of organisational archetypes is proposed. It reflects four 
dimensions and variables with inertial characteristics of organisational and strategy 
development and considers interrelationships between configurational concepts. The 
theoretical and empirical development of this model of organisational archetypes allows 
managers to make strategic decisions by considering: 
• four dimensions of internal and external environments at a time in comparison with other 
approaches that are mainly concentrated on one or two dimensions at a time 
•. current and prospective organisational conditions 
• organisational position in the business-environment and relevant level of organisational 
performance and competitiveness and their changes 
.. 	organisational members' psychological characteristics, mental cognitive schemes and 
preferences, behavioural stereotypes and reactions to different situations. This analysis 
of cognitive and social dimensions can be very important at the stage of implementation 
of organisational strategy . 
.. 	 interdependencies between different research dimensions representing internal and 
external organisational environments 
• business strategy as a definite and relatively stable tine of behaviour of a commercial 
organisation during a long enough time interval based on a definite system of principles, 
rules. priorities and purposes identifying conditions and circumstances of place (where). 
time (when), cause (why) and process (how). 
The development of the complex and dynamic configurational research that explains 
how research dimensions operate individually and how they operate in configurations under 
archetypal influences helps to understand an organisation as a complex and dynamical 
system. The development of the system of archetypes yield exciting new interrelations af 
research dimensions and variables. organisational inertia and flexibility, configurational 
terms and tools that specifically apply to assess organisations and their performance. 
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These new interrelations allow to deal with critical issues that cannot be dealt adequately 

by other strategic approaches. It is the integrated nature of configurational approach that 

makes the field valuable. Bringing together all above-mentioned issues, the general 

purpose will be to provide a characterisation of strategy development over time by 

identifying the key conceptual components (Figure 1.1). 
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Figure 1.1 The focus of this Research 
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1.3. Dilemmas of this Research 
Conducting configurational research based on the existing literature, first of all, 
suggests a necessity to consider and consequently solve some important contradictions and 
confusions presented in configurational theories. Only after clarifying these dilemmas it is 
possible to conduct this research in a proper and systematic way. There can be identified the 
following dilemmas: 
• 	 understanding relationships between the concept of archetype and the concept of 
configuration by clarifying their definitions (Archetype versus Configuration) 
• 	 understanding the process of archetypes' changes (Archetypal Stability versus 
Archetypal Change) 
• 	 understanding the nature of changes within configurational approach (Continuity 
versus Discontinuity) 
1.3.1 Archetype versus Configuration 
By criticising the methodology of the configurational approach it is possible to identify 
the lack of the understanding of the interrelationships between the main concepts of the 
configurational approach - configurations and archetypes. A range of scholars consider 
configurations and archetypes as identical conceptual forms. Meyer (1993) refers to 
configurations as archetypes. He defines an archetype as structures and systems that best 
understood as overall patterns (similar to configurations). Dess (1993) views the term 
"configuration" to be synonymous with "archetype". At the same time other scholars 
(Greenwood and Hinings, 1993; Ferguson and Ketchen, 1999) doubt this definition and 
consider an archetype as a function of ideas, beliefs, organisational values, stereotypes of 
behaviour and traditions. Therefore, it is difficult to conduct configurational research without 
clear definitions of main configurational concepts and without differences established 
between them. 
Having analysed contents of archetypes and configurations and their meanings in the 
other disciplines the composite definition of organisational archetypes can be proposed. An 
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organisational archetype is an overall pattern of organisational actions for certain conditions 
that determine the integration of organisational attributes (research dimensions). 
Organisational archetypes are considered as inherited patterns of thinking and behaving. 
These inherited patterns provide collective images that shape the essence of any 
organisation and how they work and operate. Archetypes are the symbolic seeds that 
shape, at an unconscious level, an organisations' beliefs, behaviours, values and collective 
aspirations. They influence the way how research dimensions, variables and other 
organisational attributes are integrated into configurations. 
In turn, a configuration is a set of dynamic and specific organisational attributes 
(research dimensions), which are meaningful collectively rather than individually, are 
arranged and fit together. Configurations represent the integration of variables and 
attributes as a result of archetypal influences. The use of configurations in studies of 
organisations allows researchers to express complicated and interrelated relationships 
among many variables without resorting to artificial oversimplification of the phenomenon of 
interest. 
The functions and characteristics of organisational archetypes according to 
interdisciplinary and configurational meanings can be presented as follows: 
• 	 archetypes are instinctive directions and the directed trend of development 
• 	 archetypes are a form-building element which forms structural influences on any 
kind of organisational activities 
• 	 archetypes can have different contents depending on the surrounding 
environment and specific features. Therefore, their create their own context 
reflected in configurations 
• 	 archetypes represent idealised schemes of behaviour. which can be expected 
and it is possible to get advantage following archetypes 
• 	 archetypes imply repeatability and predictability 
• 	 archetypes are categorical and conceptual potentialities for development of an 
organisation 
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• 	 archetypes are opportunities of ideas 
• 	 archetypes mean the certain internal or external typical situation or processes of 
development of an organisation 
• 	 archetypes do not dictate the certain decision, but they identify those criteria to 
which a decision should correspond or they filter a better decision from all 
possible ones 
• 	 archetypes choose a paradigm in which there should be a decision, and 
organisational managers within the framework of this paradigm finds the optimum 
decision for an organisation based on the available information 
As a result, organisational archetypes playa role of the basis between the concepts of 
configurational approach. They suggest interpretative schemes for every research dimension 
and variable analysed and, as a result, determine configurations as a collection of research 
dimensions and variables formed in a specific way that, in turn, determines organisational 
performance. 
1.3.2 Archetypal Stability versus Archetypal Change 
Considering the concept of organisational archetypes within configurational approach it 
is noticed that different notions concerning the understanding of relationships between 
archetypes and the processes of organisational changes exist in the literature. These notions 
can be presented as follows: 
• 	 the notion of stability of organisational archetypes. It means that an archetype does not 
change itself. An archetype takes hold of an organisation and organisation cannot 
easily change it because an organisation is subject to strong inertial archetypal 
influences. It is suggested that under an archetypal influence organisations do not have 
an ability to change themselves according to changes in the business-environment. As 
a result, the adjustment to the changed circumstances of organisational environment is 
achieved largely by the death of old organisations and the birth of new ones. In other 
words, there are a set of existing organisational archetypes which are not interrelated, 
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and if an organisation once adopts a particular specific archetype it cannot adopt any 
other archetype. Thus, the difference in organisational performance between 
organisations reflects the difference in organisational archetypes adopted by these 
organisations as some archetypes are more appropriate for current conditions of the 
business-environment and others are not favourable. 
• 	 the notion of change of organisational archetypes. It means that the existing archetype 
takes hold of organisation similar to the previously discussed notion but the archetype 
can change itself according to changes of the surrounding environment. As a result, an 
organisation under influences of the archetype can adapt to the changed 
circumstances of the surrounding environment. However, at the same time the 
archetype changes some of its characteristics in order to reflect the changed 
circumstances but it does not discard old incompatible characteristics in this way 
creating inertia. Therefore, although the performance of an organisation with its evolved 
archetype is better in comparison to an organisation with a stable archetype, it is worse 
than the performance of an organisation with an archetype primary for the current 
conditions. 
Consequently, there is an integrative viewpoint on relationships between archetypes 
and the process of changes adopted for this research. It suggests that there is a set of 
organisational archetypes. This reflects an ability of an organisation to switch from one 
archetype to another archetype that is more appropriate and favourable for the changed 
conditions of the business-environment. This notion of "switchingn between archetypes 
reflects the notion of stability (the archetypes remain stable) and also reflects the notion of 
change (the old archetype gives place to a new one and in this wayan organisation adapts to 
the changed conditions). Therefore, when an organisational archetype ceases to reflect the 
organisational environment an organisation discards it and adopts a new one more 
appropriate. 
1.3.3 Continuity versus Discontinuity 
The dilemma of continuity and discontinuity means that within configurational approach 
to strategy development organisational conditions and factors of influence can change 
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continuously or discontinuously. The research of continuity (Quinn, 1978, 1980a, 1980b, 
1982) is the piecemeal-incremental (evolutionary) way and the research of discontinuity 
(Miller, 1982; Miller and Friesen, 1980, 1982, 1984) is the "quantum leap" (revolutionary) way. 
The results of the evolutionary way (continuity) are characterised by generality and 
universality, and the results of the revolutionary way (discontinuity) are characterised by an 
imprint of the original organisational individuality. 
There is an opportunity to describe organisational phenomena for all moments of the 
past and future periods if continuity is used. Thus, the evolutionary way to configurational 
research gives us an opportunity to find the main features in organisational phenomena and 
their changes: 
• opportunities to understand and estimate development of an organisation in its 
elementary manifestations. 
• opportunities to consider elementary development of an organisation as a holistic stance 
• opportunities to describe relevant organisational phenomena and processes for all the 
past and future periods of their development precisely and definitely 
The idea that organisational progress is made by slow and continuous development of 
all elements of an organisational system becomes stronger. Thus, frequently the 
evolutionary theories of strategy development dominate the revolutionary theories. Many 
researchers come to the conclusion that development of an organisation is realised not by 
'jumps", but consecutive and constant improvements of all organisational elements. 
However, under influences of the evolutionary consideration of organisational 
phenomena the idea that during development of an organisation only causality matters and 
expediency does not play any role can dominate. This consideration leads to determinism, 
and a danger can be seen in such a consideration. Thus, the evolutionary explanation of 
organisational phenomena and their changes only with the help of continuity is not 
sufficient. 
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Discontinuity is always identified where it is possible to identify an independent 
individuality and issues of expediency. The revolutionary way specifies that expediency 
also plays a role in development of an organisation. It does not allow understanding 
organisational changes only in their necessary sequences (determinism). 
Each of the mentioned ways to a configurational research explains appropriate 
aspects in organisational changes. These two ways can form together two parts of 
development of an organisation. Discontinuity (revolutionary changes) reflects switching 
between archetypes due to changes in conditions of the organisational environment. 
Continuity (evolutionary changes) reflects small incremental changes within configurations. 
These incremental (step by step) changes accumulate a necessity and expediency for an 
organisation to switch from one organisational archetype to another reflecting discontinuity 
and a revolutionary character of organisational changes. 
Accordingly, it is necessary to understand an importance of the configurational 
approach as an integration of the evolutionary and revolutionary viewpoints that expand our 
understanding of the essence of strategy development. Considering the differences in 
perceiving organisational changes in this way it is possible to solve the dilemma of 
continuity and discontinuity within configurational approach. 
1.4 Objectives of the Research 
The purpose of this study is to consider how the idea of organisational archetypes 
fonmed on sociocognitive basis might contribute to configurational approach of strategy 
development and to the understanding of the process of organisational changes. 
Objective 1 - Criticising the Methodology of Configurational Approach of Strategy 
Development based on Sociocognitive Processes 
It aims at developing a critical reflection upon Configurational Approach of Strategy 
Development and determining how it might be improved and considered in a holistic way. The 
sub-objectives are to: 
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• Criticise the methodology of configurational approach of strategy development from the 
viewpoint of Social and Cognitive Processes 
• Specify and order the relationships between the key components of the configurational 
approach, to identify key issues to be addressed 
• Develop the systematic framework of configurational approach of strategy development 
• Suggest the systematic model with a four-dimensional view of organisational archetypes 
Objective 2 - Determining Pertinent Research Methods 
After the gaps in the domains of configurational approach are surfaced, pertinent 
research methods for this study will be determined to achieve research objectives defined. 
The sub-objectives are to: 
• Classify the research context in terms of the current research objectives 
• Determine the pertinent research methods for each research objective, and 
Objective 3 -Developing Theoretically and Empirically the Systematic Model with a 
Four-Dimensional View of Organisational Archetypes 
By achieving the previous objective, a fuller understanding of configurational approach 
and the system of organisational archetypes should have been developed at this stage. This 
will provide the basis to a further development of the system of organisational archetypes by 
achieving the following sub-objectives: 
• 	Understand the process of strategy development theoretically and developing the four­
dimensional model of organisational a:chetypes fonrned on the sociocognitive basis 
• Establish any benefit that may be achieved by using the model of organisational archetypes 
formed on the sociocognitive basis and according to the systematic framework of 
configurational approach 
Objective 4 - Testing the Developed System of Organisational Archetypes 
This objective is to test and demonstrate the practical application of the developed 
model of organisational archetypes in comparison with other strategic tools (the System 
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"Expert") through empirical testing so that a viable and practical framework of the archetypal 
interpretative schemes for development of an organisation might be proposed. 
1.5 Structure of the Thesis 
This chapter provides an introduction to the thesis. The broad area is about strategy 
development and managing organisational changes successfully informed by the 
configurational approach based on changes of sociocognitive processes within an 
organisation. Five research objectives and their sub-objectives are defined. Finally, the 
structure is outlined. 
Chapter 2: criticises the configurational approach and an idea of archetype through 
literature review based on organisational sociocognitive processes. It highlights the diversity in 
organisational changes through the concepts of the configurational approach. The systematic 
framework of configurational approach that considers all its components is developed. On the 
basis of this systematic framework and the proposed dimensions of the research a four­
dimensional model of organisational archetypes is suggested. Finally, these two classifications 
(the systematic framework and the model) are brought together to specify and order the 
relationship between them, and to determine the key issues to be further addressed. 
Chapter 3: systems perspectives of the configurational approach are applied to guide 
managing the diversity of the research context and methods for this thesis. The research is 
designed in terms of research methods and the analysis of the qualitative and quantitative 
data. Multiple methods are mixed together to best serve the purposes of the present research. 
Research data are to be analysed through comparing the theoretical considerations and the 
results from the empirical work 
Chapter 4: further enquires into the issues raised in chapter 2 concerning organisational 
changes and the components of the configurational approach based on sociocognitive 
processes. The purpose of this chapter is to develop a fuller understanding of peculiarities of 
organisational changes and perspectives of the configurational approach through the idea of 
organisational archetypes. Chapter 4 fully develops the four-dimensional model of 
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organisational archetypes on the basis of the systematic framework of the configurational 
approach and changes of sociocognitive activity within an organisation. It examines also the 
way how the configurational approach to strategy development can be usefully connected and 
developed. 
Chapter 5: tests and applies practically the four-dimensional model of organisational 
archetypes in comparison with the other strategic tool for analysing business-environment and 
organisational performance (the System "Expert" (Efremov, 2000). The Test is proposed to 
put the systematic framework of the configurational approach and the four-dimensional model 
of organisational archetypes in the context of the organisations concerned. The focus of this 
analYSis is to apply the model of organisational archetypes in order to form strategic 
recommendations for development. Thus, the gaps between practice and the theoretical 
analYSis can be discerned and insights obtained. The understanding and insights gained from 
the analysis will be of great value in improving the systematic framework of the configurational 
approach and the four-dimensional model of organisational archetypes. 
Finally in chapter 6, the thesis is summarised and concluded, and contributions of the 
thesis highlighted. Future research is also recommended. 
Having given a general overview of the research, in the next chapter a critical reflection 
on configurational approach of strategy development will be developed through literature 
review and theoretical analysis. 
22 
Chapter 2 Review of Strategy Development and the 
Configurational Approach 
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2.1 Introduction 
Chapter 1 introduced the factors (research dimensions) underlying simplicity and 
inertia of the process of strategy development over time. Chapter 2 considers the process 
of strategy development within these research dimensions as characterised by the 
interaction of various strategic concepts and theories on the basis of the configurational 
approach (CA). This chapter aims to explorie the characteristics of CA from the viewpoint of 
the sociocognitive basis. That is, to achieve Objective 1 - criticising the methodology of CA. 
Chapter 2 begins with an explanation of the paradigms and approaches to strategy 
development and an identification of the reasons for considering CA as an appropriate 
foundation for this multidimensional research. Then the concepts of CA - configurations, 
archetypes and transformations - are analysed to understand the diverse nature of this 
approach. This analysis of the key concepts are further used for proposing the systematic 
framework of CA and developing the four-dimensional model of organisational archetypes. 
Thus, the purpose of this chapter is to criticise the methodology of the configurational 
approach to strategy development and its concepts of archetypes, configurations and 
configurational transformations. This critique is necessary for: 
• ordering the concepts of CA in a systematic way and proposing an integrative framework 
for this approach 
• identifying 	 key novel research issues surrounding the concept of organisational 
archetypes on the basis of sociocognitive processes 
• proposing a four-dimensional model of organisational archetypes based on key research 
issues and the systematic framework of CA 
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2.2 The Modern Understanding of Strategy Development 
One of the major challenges for strategy development and the purpose of this section 
is to understand the role of the sociocognitive basis in the strategic perception of 
organisational development. The term "Organisational Development" has two meanings 
that are clearly differentiated and applied at different stages of the process of strategy 
development: 
.( Organisational Development is a process of changes within an organisation over time. 
This definition is applied at the stage of organisational diagnostics and analysis of 
organisational processes in Chapters 2, 3 and 4 and considered in three respects 
(Mintzberg et at, 1998): 
• First is how the different dimensions of an organisation cluster together under 
particular conditions, to define states, models or configurations 

.. Second is how these different states get sequenced over time . 

• Third 	 is the nature of organisational changes considering the well-known debate 
about incremental and revolutionary changes in organisations 
.( Organisational Development (00) is a prescription for a process of planned change in 
organisations, applied at the stage of implementation, in which the key prescriptive 
elements relate to the nature of the program, the nature of the change activities, the 
targets of the change activities and the desired outcomes (French et aI., 2000). This 
definition is applied in Chapter 5 where recommendations concerning development of 
organisations analysed are suggested. 
The environment in which organisations compete is dynamic and, often, rapidly 
changing. It requires constantly changing strategies and operations that reflect these 
changing circumstances. Despite this, few organisations appear to have the internal 
processes in order to ensure that their development continue to reflect changes of the 
business-environment (Kennerley et at, 2003). Quinn (1992) argued that effective corporate 
strategies increasingly depend more on the development and deployment of intellectual 
resources than on the management of physical assets. Kaplan and Norton (1996) added 
that financial indicators of business success are no longer sufficient. Companies in the 
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modern information society have to invest in their intellectual capital and have to assess 
new indicators beyond conventional financial results in order to succeed. 
Interests of an individual and groups, stimulus and restrictions, technologies and 
innovations, unconditional discipline and free creativity, normative requirements and 
informal initiatives and other social indicators are realised and developed within an 
organisation (Milner, 1999). This social (behavioural) perspective has its roots in an 
interpretative approach to organisational members' behaviour. It is based on the notion that 
members of organisations create a set of intersubjective meanings that are tied together by 
values, beliefs and emotions (Argyris 1990; Cook and Yanow 1993; Frost et at, 1991; 
Sackmann 1991). Cook and Yanow (1993) described this perspective as a complement to, 
not a substitute for, the cognitive perspective. They argued that the cognitive perspective 
focuses only at the individual level, whereas the social perspective can capture learning at 
a collective level. Thus, cognitive and social perceptions of the organisational reality 
reflected in strategy development are basically the united core for transforming the 
understanding of organisational changes in the dynamic conditions of the modern business 
conditions (Thorne, 2001). 
The business-environment as an uncontrollable external source of changes makes 
an adaptation necessary (Post and Altma, 1994; Kennerley et at, 2003). The adaptation 
needs time for acquiring skills, routines and organisational traditions important for the safe 
existence in the business environment (Karagozoglu and Brown, 1988; Pashtenko et at, 
2000; Forte et at, 2000). However, it is not only the business environment and the process 
of adaptation to it that form an organisational system (Koberg et ai, 2000). There are 
creative people influencing organisational development, strategy formation, organisational 
adaptation and changes in the organisational internal environment (Pawlovsky, 2001; 
Simpson and Cacioppe, 2001). The combination of these three parts forms the 
sociocognitive basis of strategy development (Figure 2.1), which is characterised by the 
original stereotype of organisational behaviour and unique internal social structure. 
As a result, organisations are conceived as active learning institutions that can 
develop according to goals and intentions of their founders and members and that also 
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learn to move beyond these original goals (Banerjee, 2001). The sociocognitive basis of 
strategy development allows considering organisational development not only as an 
adaptation to various factors, but also as development through insight, understanding, 
interpretation and general patterns of organisational members (Lipshitz et at, 2002; Ford, 
1996). 
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Figure 2.1 Organisational system and sociocognitive basis: three elements 
The modern understanding of strategy formation and organisational development 
revolves around several key issues. One of them is that different organisational levels and 
their interconnectedness must be taken into account to deal with complexity and 
interdependent variables (Gitell, 2000). The other issues are (1) organisational members 
who have particular sociocognitive characteristics and possible emotional defences derived 
from anxiety and fear of uncertainty in unstable settings (Khaleelee and Woolf, 1996) and 
(2) groups of organisational members who act as social systems that function according to 
laws of group dynamics (Silvester et at, 1999). They all interact with each other in an 
organisation and their relationship must be identified and managed. 
2.3 Paradigms and Approaches to Strategy Development: 
Agreements and Disagreements 
Having characterised the sociocognitive basis of strategy development, the next 
sections aim to identify paradigms of strategy development and approaches that can be 
related to these issues. The term "strategic paradigm" describes the composite principles 
and premises of the strategy theory (Leibold, et al. 2002). Premises comprising a strategic 
paradigm describe factors and relationships that explain the possible consequences of 
27 
;: 
strategic choices and actions. A strategic paradigm articulates the logical foundation for 
structuring strategic problems (Lefley, 2004). 
Prescription, Description and Integration can be considered philosophically different 
paradigms to strategy development and can have a significant impact upon the future of an 
organisation. Each of these three paradigms offers a different way to structure the 
ambiguous problem of strategy by creating a reasonable set of purposes and defining an 
effective relationship between an organisation and its context. All three paradigms 
emphasise creative, inventive action as a primary way to capitalise on current opportunities 
and to create a desirable future (Hamel and Prahalad, 1994; D'Aveni, 1994; Parker and 
Stacey, 1995). Similarly, none of the three paradigms argues that simply extrapolation from 
the past, or efforts to maintain the present, hold much promise for long term strategic 
success. All three paradigms focus on the future and try to envision the long-term 
consequences of actions and events (Hamel and Prahalad, 1989). They presume that both 
strategy and context are dynamic (Levy, 1994). The rate, durability, direction and 
predictability of changes varies widely from one paradigm to another, but the underlying 
fact of change is common across all of the paradigms. All of them are focused on improving 
an organisation's position in the marketplace, its effectiveness at acquiring and using 
resources and its influence over its own destiny (Barney, 1995; Eisenhardt and Tabrizi, 
1995). 
These common factors offer a comforting sense of consistency across the three 
strategic paradigms. It is easy to anticipate benefits that might come from blending different 
prescriptions for success (Beaver, 2001; Leung et at, 2003; Abraham, 2005). However, the 
importance of these commonalties is outweighed by the strength of the contradiction across 
the three strategic paradigms (Lengnick-Hall and Wolff, 1999). 
The Prescriptive paradigm is based on looking internally at organisational strengths, 
weaknesses, processes, structure and financial capacity. It prescribes what an organisation 
can achieve with these resources over a certain period of time (Juga, 1999; Bourneet at, 
2003). Business processes and organisational performance, management systems and 
planning processes all work within an organisation to reduce dramatic change. As such, 
-----
------
-----
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many organisations have a natural tendency towards the status quo. The prescriptive 
paradigm represents prudent management controls that reduce the probability of plaCing an 
organisation at significant risk. 
The Descriptive paradigm allows organisations to assess opportunities and threats 
that might not otherwise be considered (organisational culture, cognitive processes, and 
political and power aspects of organisational development, enterprise potential of 
organisational members). With the constant and ever-increasing degree of change within 
an organisation's environment, proponents of this approach see an organisation's inherent 
bias to the status quo as a significant risk, and view descriptive paradigm as the catalyst to 
ensure continued long-term growth and success (Robinson, 2001). 
The Integrative paradigm. The real progress in the understanding of strategy 
development requires integration. The integrative paradigm does not attempt to develop a 
single universal concept and law covering the entire strategic field management. Instead it 
is anchored in a few clusters of strategic management problems: developing dynamic 
capabilities (Eisenhardt and Martin, 2000; Lopez, 2005), defining organisational boundaries 
(Cross et at, 2000) and finding viable strategy configuration (Parnell et at, 2000). 
Mintzberg (1998) emphasises this broad diversity of perspectives in the current 
debate and has identified ten main distinct approaches in strategy development that can be 
related to the three strategic paradigms (Figure 2.2). 
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Figure 2.2 Paradigms and approaches to strategy development 
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The following sections consider these paradigms and approaches in a more detailed 
way in order to identify similarities (agreements) and differences (disagreements) between 
them. This creates an opportunity for integration. 
2.4 Prescriptive Paradigm and its Approaches to Strategy 

Development 

The majority of research within the prescriptive paradigm appears to be concentrated 
on preserving an organisation. The central problem is to solve organisational problems by 
finding a place for an organisation in the business-environment and at the same time 
preserving the existing organisational characteristics and processes. Classical approaches 
to designing, positioning and programming focus on identifying the best decision from the 
viewpoint of economic benefits. 
Therefore, it is possible to consider an organisation as "the sacred cow" that cannot 
be touched. The central task for making the right decision is to identify where is the best 
place to "pasture this sacred cow. Results of strategic programming, positioning and 
designing are simple recommendations about increasing investments in businesses 
(programmes, projects or products) and decreasing them in other businesses (Efremov, 
2001). Henry Mintzberg (1998) proposes the following critical remarks concerning these 
approaches and paradigm: 
• 	An organisation should predict changes in the business-environment, or control them, or 
simply consider the business-environment as a stable one 
• Some organisational members are engaged in the process of strategy development and 
other are engaged in realising these plans. There is a break between ideas and actions. 
• Strategic thinking is a creative process 	and strategic planning is based on formalised 
methods and models in which there is no place for intuition, experience and creativity. 
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From the viewpoi nt of Efremov (2001) gradual changes in the perception of 
prescriptive paradigm are related to: 
II 40 years of scientific research and practical experiments accumulated sufficient 
knowledge that allows identifying weaknesses in this paradigm 
• the radical changes of conditions (political, economic, technological and social) 
• essentially new social and economic phenomena such as global economy, hyper 
competition, transnational businesses have arisen 
.. a role of an individual in an organisation have been changed considerably 
On the basis of the above aspects it is possible to formulate the following problems 
of the prescriptive strategic paradigm: 
• The assumption of an invariance of forms and methods of business-processes. 
• Attempts to form the organisational strategy only based 	on changes in the business­
environment instead of considering internal organisational aspects 
.. 	Aspirations to make the detailed strategy up to operational actions and to connect them 
with the organisational budget 
2.4.1 The Designing Approach to Strategy Development 
The original view sees strategy formation as achieving the essential fit between 
internal strengths and weaknesses and external threats and opportunities. Senior 
management formulates clear and simple strategies in a deliberate process of conscious 
thought - which is neither formally analytical nor informally intuitive - and communicates 
them to the staff so that everyone can implement the strategies. This was the dominant 
view of the strategy process at least into the 1970s given its implicit influence on most 
teaching and practice (Andrews, 1980, 1981; Christinsen, 1982; Hayes, 1985, 1988). The 
agreements and disagreements among various approaches concerning the premises of this 
approach are described in Table 2.1 
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Table 2.1 Agreements and disagreement of other approaches concerning 
the premises of the Designing Approach 
I Dominating Premises Acceptable Premises Unacceptable by the Other Approaches Authors 

Concepts by the Other I 

and Approaches 

Theories 

I. Needs to estimate 
internal (strengths and I. The whole responsibility over the process of strategy 
weaknesses of an development is assigned to the chief executive officer who is 
organisation) and external the unique strategist Christensen 
factors (opportunities and 2. Concentration on the process of strategy formation, but (1982), Andrews SWOT threats in the business- there is not enough attention to the contents of strategy (1987), Rurnelt 
analysis environment) for an 3. Strategic process is completed when the strategy is (1979), Tregoe 
organisation formulated and Tobia (1990), 
2. Obligatory rules 4. There is not enough attention to such important aspects The Mintzberg and 
concerning organisational orthe organisational existence and strategy development as
"telescopic Waters (1982), Jp 
actions and reactions are inlluences of existing organisational systems and structures observation" and Koo (2004), 
established in an and a participation of other organisational members in theframework Lee ct. at. (2000), 
organisation process of strategy development Bernroider (2002), 
3. Organisational values 5. There is an absence ofa necessary flexibility of the Davies and Ellis 
are important for organisational strategy (2002), Hayes 
developing organisational 6. Some people formulate the organisational strategy and (1985, 1988) 
strategy the others implement it 
2.4.2 The Programming Approach to Strategy Development 
This approach grew in parallel with the design school, but the programming approach 
predominated by the mid-1970's and though it faltered in the 1980's it continues to be an 
important influence today. The programming approach reflects most of the design 
approach's assumptions except a rather significant one: that the process was not just 
cerebral but formal, decomposable into distinct steps, delineated by checklists, and 
supported by techniques (especially with regard to objectives, budgets, programs, and 
operating plans). This meant that staff planners replaced senior managers, de facto, as the 
key players in the process. To meet the new challenges, this process should be redesigned 
to support real-time strategy making and to encourage 'creative accidents' (Lorange, 1979, 
1980; Ackoff, 1981; Goold, Campbell and Alexander, 1994). The agreements and 
disagreements among various approaches concerning the premises of this approach are 
described in Table 2.2. 
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Table 2.2 Agreements and disagreement of other approaches concerning the 
premises of the Programming Approach 
Dominating Premises Acceptable by the Premises Unacceptable by the Other Authors 
Concepts and Other Approaches Approaches 
Theories 
Considering the process ofl. The attention is paid to 
strategy development only in order to
studying the direction of the form a list of tasks, plans andbusiness-environment' programmes of organisational actions development and forming for achieving these organisational Lorange (1979),forecasts of this development purposes Porter (1980), 
Strategic with the purpose to expect Considering the process of Steiner (1979),
Control and be prepared for its strategy development as a formal O'Regan and 
Scenario changes planning subdivided on separate steps Ghobadian 
Building 2. An estimation of and supported by concrete methods (2002), Harrison 
Competitive internal organisational The special group of (1995), McLarney
Strategy Valuation factors in which organisational managers are engaged in (2001), Grant 
Risk Analysis organisational development the process of planning, the top- (2003), Schraeder 
Strategy is incorporated management approves and supervises (2002), Goodwin 
Operationalisation 3. Changes in the this process, and other organisational and Wright
Forecasting business-environment managers fulfil this plans without their (2001), Walsh 
assume appropriate changes participation in the planning process (2005), Tavakoli in organisational managers' The full certainty is expressed in and Perks (200 I)behaviour and their attitude 
a quantitative form of changes in thetowards changes in the business-environmentbusiness-environment Organisational values and culture(Wack, 1985) 
are neglected 
2.4.3 The POSitioning Approach to Strategy Development 
The positioning approach was the dominant view of strategy formulation in the 
1980's. It was given impetus especially by Harvard professor Michael Porter in 1980, 
following earlier work on strategic positioning in academe and in consulting. In this view, 
strategy reduces to generiC pOSitions selected through formalised analysis of industry 
situations. Hence, planners became analysts. This proved especially lucrative to 
consultants and academics alike, who could sink their teeth into hard data and so promote 
their "scientific truths" to companies and journals alike. This literature grew in all directions 
to include strategic groups, value chains, game theories, and other ideas - but always with 
this analytical bent (Hofer and Schendel, 1978; Porter, 1980, 1985; Henderson, 1979; 
Schoeffler, 1980). The agreements and disagreements among various approaches 
concerning the premises of this approach are described in Table 2.3. 
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Table 2.3 Agreements and disagreement of other approaches concerning the 
premises of Positioning Approach 
Dominating Premises Acceptable Premises Unacceptable by the Other Approaches Authors 
Concepts and by the Other 
Theories Approaches 
I. Studying the I. An organisation has a limited number of 
organisational business- possible strategies that are appropriate for 

Military environment, its appropriate conditions in the business-environment 
 Porter (1980),
Strategy changes and its (the absence of the unique strategy for an Quinn (1980a, b),
Generic influence on organisation). Henderson (1979), 
Strategies organisational 2. Strategy development is an analytical process Schoeffler (1980), 
Strategic development and not creative Gilbert and Strebel 
Group 3. The important role in this process is played by (1988), Peteraf and 
Game analytics, the top-management approves, and other Shenlcy (J 997).2. The strategic analysis Theory organisational management are not engaged in Lee, Lee and Rhoplays the important roleLife strategic activities (2002). McNamarain stable conditions inCycles 4. Internal factors (organisational culture, et al. (2003),an organisation and its 
organisational values, political aspects of making Rotschild (1995), business-environment, 
strategic decisions) are neglected Davies (2002),as stable conditions 5. Simplifying the process ofstrategy Chung and Raoallow collecting the development, excessive attentions to calculations (2003)necessary data for the 
and figures, neglecting creativity and learningprocess of analysing and 

planning 

2.5 Descriptive Paradigm and their Approaches to. Strategy 
Development 
Descriptive paradigm consider an organisation as the specific form for realising joint 
activities of organisational members. Milner (1999) assumes that an organisation is an 
expedient co-ordinated social formation which functions on the constant basis for achieving 
organisational purposes. According to the descriptive paradigm, an organisation should 
investigate its internal processes and phenomena (learning, social and cognitive processes, 
political processes and conflicts) in order to understand the organisational function-utility in 
the business-environment and to estimate opportunities for its development. 
An analysis of the literature on the organisational survival allows formulating the 
following conclusions (Hjalager, 1998; Bonn, 2000; Lester and Parnell, 2002; Casey, 2005; 
McKay and Chung, 2005) concerning descriptive strategic paradigm: 
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Firstly, organisations with a strategy and without it have similar chances to succeed in 
the modern conditions of the business-environment. 
Secondly, in modern chaotically changing business-environment the organisational 
strategy is not a panacea and does not guarantee the organisational survival and 
successful development, although obviously, the strategy brings the certain expedience into 
the management process. 
Thirdly, success favours those organisations which have strategies aimed at an 
active use of the internal potential for changing the external environment. 
Fourthly, strategy development and successful organisational changes are 
impossible unless an organisation has a functioning mechanism of learning and 
organisational knowledge. 
In general, modern organisations are internally complex systems. If an organisation 
aspires to preserve itself and to exist in the business-world it should care not only about its 
internal order, but also about its business function in its environment. The organisational 
internal order becomes inexpedient when an organisation loses its functional utility. Thus, 
the unity of internal order and external influences is important for developing an 
organisation successfully. 
2.5.1 Entrepreneurial Approach to Strategy Development 
Much like the design approach, the entrepreneurial approach is centred on the chief 
executive, but and in contrast to the programming approach, it rooted that process in the 
mysteries of intuition. That shifted the strategies from precise designs, plans, or positions to 
vague visions, or perspectives. The idea was applied to particular contexts - start-ups, 
niche players, privately owned companies and "turnaround" situations, although the case 
was certainly put forward that every organization needs the discernment of a visionary. 
leader (Fiet, Busenitz and Barney, 1997; Palich and Bagby, 1995; Bhide, 1994). The 
agreements and disagreements among various approaches concerning the premises of this 
approach are described in Table 2.4. 
-
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Table 2.4 Agreements and disagreement of other approaches concerning the 
premises of Entrepreneurial Approach 
Dominating Premises Acceptable by the Other Premises Unacceptable Authors 

Concepts and Approaches by the Other 

Theories Approaches 

1. 	 Intuition, insight, experience have an 

important value for an organisation 

2. 	 An entrepreneur is a person who has 

an idea and can influence other 

organisational members with his 

ideas 
 Darling (! 999), 
3. 	 An organisation is an enterprise Dess et. at., (1997),
institute I. Considering the Sonfield and Lussierprocess of strategy4. 	 At the moments of crises (2000), McCarthy 
entrepreneurs play leading roles in an development as an Breda, (2003), Gray
organisation individual process and and Gonsalvesas actions of the CEO 	 I 5. 	 Organisational development is an (2002), Busenitz 
general objective of enterprise and Barney (1997), 1. 	 Personalised 2. In organisations the Leadership - authority is concentrated 
Entrepreneur Palich and Bagbyorganisations in hands of an 
2. 	 Strategic 6. Appraisals of an entrepreneur (1995), Bhide 
Orientation emphasise the uniqueness of an (1994), Pinehot 
entrepreneur 
3. An entrepreneur3. 	 Entrepreneurial organisation (1985), Kets desupports flexibility andOrganisation 7. 	 It is more expedient to construct an Vries (1985),adaptab il ity4. 	 Vision organisation based on principles of Stevenson and 

entrepreneurship than to rely on the 
 Gumpert (1985), 
unique entrepreneur Westley and 
8. 	 The period of forming an Mintzberg (1989), 
organisation requires the strong 
leadership and appraisals of an 
entrepreneur 
2.5.2 Cognitive Approaches to Strategy Development 
If strategies developed in people's mind as frames, models, or maps, what could be 
understood about those mental processes? Particularly in the 1980's, and continuing today, 
research has grown steadily on cognitive biases in strategy making and on cognition as 
information processing. Meanwhile, another, newer branch of this approach adopted a more 
subjective interpretative or constructivist view of the strategy process: that cognition is used 
to construct strategies as creative interpretations, rather than simply to map reality in some 
more or less objective way (Reger and Huff, 1993; Lyles, 1990; Reger et at. 1994; Weick, 
1995). The agreements and disagreements among various approaches concerning the 
premises of this approach are described in Table 2.5. 
-
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Table 2.5 Agreements and disagreement of other approaches concerning the 
premises of Cognitive Approach 
Dominating Premises Acceptable by the Other Premises Authors 
Concepts and Approaches Unacceptable by the 
Theories Other Approaches 
1. The validity of some statements is Reger and Huff 
never argued 	 The processes of strategy (1993), Lyles
2. The person or the group of people who development is only a (1990), Reger et.1. Cognitive generated the strategy do not agree to mental process at (1994), Weick Mapping change it - res istance to changes (1995), Schwenk 2. Cognitive 3. The behaviour of organisational (\988), (Duhaime The organisational Construction of members is under the influence of their and Schwenkenvironment (external Reality mental schemes (1985), Simon and internal) can be3. Psychological 4. Perception, insight, intuition and (1977), Smirchich Frame synthesis are processes related to understood completely and Stubbart 
4. Cognitive strategy development 	 (1985), Hellgren 
S. The external environment influences The process of strategy Decision- and Mclin (1993), 

Making McCormack and
the behaviour of a person 	 development is an 
6. The environment can be structured, individual process Rausco (2005),
modelled and designed Grundy (1998), 
Bovey and Hcdc 
(20GI) 
2.5.3 Learning Approaches to Strategy Development 
Of all the described schools, the learning approach became 	a veritable wave and 
challenged the omnipresent prescriptive schools. It dates back to early work on 
"incrementalism", as well as concepts like "venturing", "emerging strategy", (or the growing 
out of individual decisions rather than being immaculately conceived) and "retrospective 
sense making" (we act in order to think as much as we think in order to act). The agreements 
and disagreements concerning the premises of this approach are described in Table 2.6. 
Table 2.6 Agreements and Disagreement of other approaches concerning the 
premises of Learning Approach 
Dominating Premises Acceptable by the Other Premises Authors 
Concepts and Approaches Unacceptable by the 
Theories Other Approaches I 
Quinn (1980),1. 	 During the process of strategy development the 1. Stable schemes of 
Burgelman,contribution can be made by any organisational actions promote the1. Increment (1996), Noda andmembers 	 realisation of changesaIism Bower (1996),2. The top management connects all streams of 2. An organisation2. 	 Evolution 
information directed to them and forms the final gradually can build Crossan. Lane and ary Theory White (1997), strategy 	 strategy in a direction to3. Learning Nonaka and3. Strategy development is a long and dynamical the uncertain situation Organisation Takeuchi (1995), process 	 (absolutely uncertain?) 4. Chaos 
4. The strategy formulation causes obligations 3. Incremental learning 	 Kiechc1 (1984),Theory 

in the organisational collective can be used during all 
 Senge (1990),5. Knowled 
5. The concept of internal entrepreneurship in an situations in ange-based 	 Argyris
organisation organisation (but during 	 (1990),JenningsLearning (2002), CrosSlI1l6. Organisational members are inclined to repeat crises after the period of6. Dynamic 	 and Bedrow schemes of actions that provide organisational stability an entrcproneur is 
Capabilities stability 	 necessary) (2003). Mair 
I 

I 

I 
I, 
(1999), ~ Hodgkinson 
"-____-'-_____________--.....JI...-_______-.L(~..:.:l~__•. . 
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2.5.4 The Political Approach to Strategy Development 
This comparatively small, but quite different approach has focused on strategy making 
rooted in power, in two senses. Micro power sees the development of strategies within the 
organisation as essentially political, a process involving bargaining, persuasion, and 
confrontation among inside actors. Macro power takes the organisation as an entity that uses 
its power over others and among its partners in alliances, joint ventures, and other network 
relationships to negotiate "collective" strategies in its interests (Bower and Doz, 1978; 
Bolman, 1997; Avgerou and Comford, 1993). The agreements and disagreements among 
various approaches concerning the premises of this approach are described in Table 2.7. 
Table 2.7 Agreements and disagreement of other approaches concerning the 

premises of Political Approach 

Dominating Premises Acceptable by the Premises Authors 

Concepts and Other Approaches Unacceptable by the 

Theories Other Apjlfoacbes 

1. 	 An organisation consists of 

different individuals each of 

whom has own interests and 
 1. Any developed purposes 
strategy can be broken2. During changes there are 
and changed under internal conflicts that are influences ofintemal dangerous for an organisation Bower and Dozconflicts3. An organisation is a1. Micro Power 	 2. A constancy of (1978), Bolman 
combination of various groups2. Macro Power 	 (1997), Avgerou andinternal conflicts that are different due to a scheme 3. Strategic 	 Comford (1993), 3, The internal unity
of behaviour, purposes levels ofManoeuvring 	 Cressey et at. (1985),of the organisational 
activity and interests4. Strategic 	 Moulton and Thomas management is highly 	 , 
Alliances 4, The more the management is problematic (1987), Elli:ing and I decentralised the more probable5. Organisational 	 4. The strategy has a Volberda (1998), internal conflicts are Levy and Eganspontaneous character Network 5. Political methods of solving (2003), Lewis (2002),(there is a normal of internal conflicts stimulate and McWilliams ct. at.maturing strategy, 
simplify organisational cbanges (2002)their spontaneity is6, An organisation can try to deceptive)influence its business-environment 

with the help of active actions and 

negotiations 

2.5.5 Cultural Approaches to Strategy Development 
The strategy process is described to be processes of social interaction, based on 
the beliefs and understandings shared by the members of the organisation, An individual 
acquires these beliefs through a process of acculturation, or socialisation, which is 
largely tacit and non-verbal, although sometimes reinforced by a more informal 
indoctrination. As a result, strategy takes the form of perspective above all, more than 
..' ... 
-
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positions, rooted in the collective intentions (not necessarily explicated) and reflected in 
the patterns by which the deeply embedded resources, or capabilities, of the enterprise 
are protected and used for competitive advantage (Roth and Ricks, 1994; Abrahanson, 
1994; Spender, 1989). The agreements and disagreements among various approaches 
concerning the premises of this approach are described in Table 2.8 
Table 2.8 Agreements and disagreement of other approaches concerning the 
premises of Cultural Approach 
Dominating Concepts Premises Accepta ble by the Premises Authors 
and Theories 	 Other Approaches Unacceptable by the 
Other Approaches 
1. 	 The organisational culture 

unites a set of individuals into a 

uniform essence (organisation) 

2. 	 The organisational culture is a 

collective learning reflected in 
 l. The given approach
skills, beliefs and rules 
considers the Roth and Ricks3. All levels of the organisational 
organisational culture (1994),culture influence each other 
as a religion. Abrahanson4. The process of strategy l. Organisational 	 2. Attempts to dissuade (1994), Spenderdevelopment should considerCulture 	 from changes and (1989), Riegersocial processes in an2. Resource-Based 	 supports constancy and (1987), Bettis andorganisationTheory 	 stable development Prahalad (1995),5. The organisational culture and3. Resistance to 	 according to the Lorsch (1986).its components are inertialChange 	 planned rate Bjorkman t\989),6. Radical changes in the4. Socialisation 	 3. The organisational Barney (1991),strategy can be caused by 
culture and its Kogut and Zanderfundamental changes in the 
components are a basis (1996), Johnsonorganisational culture for making decisions (2000), Schneider7. Different organisational (2000)cultures can be a cause of 

failures in mergers ; 

8. 	 An organisation is a collective I 
social system 
2.5.6 The Population Ecology Approach to Strategy Development 
Perhaps not strictly strategic management, if one takes that term as concerned with 
how organisations use their degrees of freedom to create strategy, the population ecology 
approach nevertheless deserves attention for the light it throws on the demands of the 
environment. Among its most noticeable theories is the "contingency theory", that considers 
what responses are expected of organisations that face particular environmental conditions, 
and "population ecology", writings that claim severe limits to strategic choice (Miller, Droge 
and Toulouse, 1988; Astley, 1985; Hannan and Freeman, 1977, 1984, 1992), The 
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agreements and disagreements among various approaches concerning the premises of this 
approach described in Table 2.9 
Table 2.9 Agreements and disagreement of other approaches concerning the 
premises of Population Ecology Approach 
Dominating Concepts Premises Acceptable by Premises Unacceptable Authors 
and Theories the Other Approaches by the Other 
Approaches 
\. The interconnections 
between some parameters 
of the business- \. The approach assumes 
environment and some that an organisation plays 
attributes of an a passive role that 
organisation consists only in Miller, Droge and 
2. Entrepreneurs who identifying factors of the Toulouse, (1988),
prefer to risk operate in a environment and making Astley (1985),
dynamic environment decisions in order toI. Population 	 Hannan and Freeman 
Ecology 	 3. During the process of its adapt an organisation to (1977, 1984, 1992),
development an changes in the Gould (1982),2. 	 Contingency 

Theory Robinson,
organisation is adapting to environment 
its environment that 2. The environment McDougall, (2001),Institutional3. 	 makes an organisation less dictates an organisation Umanath (2003),Theory capable to make strategic what to do and how to Gumbrecht ( 2001),
changes operate Husted (2001),
4. The initial superiority 3. Considering internal Aldrich (1999),
becomes a source of organisational Alvarez Ma Valle 
inertia, therefore, there is a characteristics as (2002), Crank (2003)
danger of transforming negati ve costs 
into organisational 
maturity 
2.6 The Integrative Paradigm and its Approaches to Strategy 
Development 
The changing competitive environment is forcing companies in almost every sector to 
re-examine their strategy. There seems to be a growing consensus among managers that 
the path to future success leads away from traditional strategy prescriptions advocating top-
down control, formal planning and industry analysis. Managers and practitioners are 
heralding strategy revolution as the new hallmark of organisational excellence (Hamel, 
2000). It gives rise to the integrative paradigm and the configurational approach to strategy 
development that make an attempt to unite prescriptive and descriptive paradigms into one 
coherent theoretical structure. The integrative paradigm is a way of thinking and 
communication that tries to make a productive, creative synthesis of the divergent 
elements, rather than searching which hypothesis is true and which one is false. The 
-
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configurational approach of strategy development (CA) enjoys the most extensive and 
integrative literature and practice at present. 
The agreements and disagreements among various approaches concerning the 
premises of this approach described in Table 2.10. 
Table 2.10 Agreements and Disagreement of other approaches concerning the 
premises of Configurational Approach 
Dominating Concepts 
and Theories 
Configuration 
Configurational 
Tranformation 
Archetype 
Complimentarity Notion 
Organisational 
Boundaries 
Premises Acceptable by the Other 
Approaches 
I. When an organisation comes to the 
stable condition, strategy 
development is to prepare for 
transition (transformation) from one 
stable condition into another. 
2. During early periods the 
organisation is dependent on leaders ­
entrepreneurs. During the maturity in 
the organisation the formalized 
structure is formed and leading roles 
belong to managers. 
3. The stable condition assumes the 
presence of the steady scheme of 
behaviour (whether the steady 
behaviour is the cause for the stable 
condition?) 
4. The main purpose of strategic 
management consists in maintenance 
of stability of the organisation on 
long intervals of time 
5. The organisations should search for 
a new strategy in its internal 
environment instead of coping them 
from competitors. 
6. The concept of the organisation's 
life cycle. 
7. The cycle of initial transformations 
is initiated by new strategic 
understanding based on certain 
emotional processes 
Premises Authors 

Unacceptable by the 

Other Approaches 

Mintzberg 
(1978,1983), 
Miller (1976, 
1982, 1986,I. Quantumjump of 1996), Friesentransition from one (1982,1984,
condition in another. 1980), Miles2. Revolutionary 
and Snow
changes of all and at (1978),
once (the debatable Pettigrewquestion between (1985),Quinn and Miller) Johnson (1987, 
1990), Hurst 
(1995), 
Hinnings, and 
Greenwood 
(1993), Forte et 
at (2000) 
Although it is necessary to re-evaluate the assumptions of traditional static strategy 
models, there is a great unanimity among strategy scholars and the need for strategic 
integrative (configurational) thinking in these hypercompetitive environments is even 
greater than ever (Hamel and Prahalad, 1994; Porter, 1996; Hamel, 2000). What are the 
most promising new directions in strategy: complexity theory, game theory, hyper-
competition, knowledge theories, and competence-based competition? 
Considering the turnover of these new theories and concepts, one might conclude 
that any continuity in strategy is lacking (Miller, 1996). However, in a pre-paradigmatic field 
such as strategy, it is necessary to appreciate such pluralism (Mahoney, 1993) as theories 
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and concepts from various related and non-related disciplines have really expanded and 
enriched the knowledge basic of strategic management. 
2.7. The Integrative Framework of this Research of Strategy 
Development 
Based on the above classifications of strategic paradigms and approaches, strategy 
development should be considered within this research as: 
• 	an integration of external opportunities and internal potentialities in order to realise the 
organisational functional utility in its business-environment. 
• a scheme of actions causing a stable line of organisational behaviour for a time interval. 
• such schemes can 	be developed only within the framework of appropriate principles, 
rules and priorities that identify appropriate time, place, reason, and purpose of 
organisational actions. 
CA within integrative strategic paradigm can be a solution for integrating premises of 
different approaches due to the following reasons: 
Firstly, it considers various aspects of organisational development (social and 
cognitive processes, the business-environment and organisational performance, political 
processes and entrepreneurial leadership) - the unity of internal and external influences. 
Secondly, configurational approaches are based on the fundamental premise that 
patterns of attributes, variables, dimensions will exhibit different characteristics and lead to 
different outcomes depending on how they are arranged. 
Thirdly, this approach offers the opportunity for reconciling differences between the 
above-mentioned approaches and integrating similarities in order to form the general 
integrative framework for strategy development using the configurational concepts of 
configurations, transformations and archetypes. 
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Fourthly, the resulting strategies can take the form of plans or patterns, positions or 
perspectives, strategic recipes or interpretative schemes or else ploys, but again, each for 
its own time and matched to its own situation. 
Fifthly, theoretical discussions of the configurational theory stress nonlinearity, 
synergistic effects, and equifinality (Doty, Glick and Huber, 1993). 
In general, CA recognises the importance of all the other approaches discussed so 
far. However, it contends that each of the other approaches only has its own specific time 
and place when it should be applied. The main benefit of this approach is that it sensitises 
us to the existence of all the aspects of the other approaches as well as to inherent and 
emergent patterns. It gives equal and distinct recognition to the value of each and all of 
them. 
2.8 The Theoretical-Methodological Basis of the Configurational 
Approach to Strategy Development 
The configurational approach to strategy development (CA) advances the 
understanding of people, groups and organisations. It denotes any multidimensional 
constellation of conceptually distinct characteristics that commonly occur together. 
Numerous dimensions of environments, industries, technologies, strategies, structures, 
cultures, ideologies, groups, members, processes, practices, beliefs, and outcomes cluster 
into configurations (Hinings and Greenwood, 1993, 1996). Configurations reflect the 
premises of various approaches situated at multiple levels of analysis and depict patterns 
common across individuals, groups, departments, organisations, or network of 
organisations (Miller, 1996). 
There are two sides of the configurational process: if one describes states of an 
organisation and its surrounding context as configurations, the other describes the process 
of configurational transformations. There is a time for coherence of organisational elements 
and a time for change. The essence of CAcan be characterised by the following statement: 
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it describes the relative stability of strategy within given states, interrupted by leaps to new 
ones (Mintzberg, 1998). 
CA makes a clean break from the contingency mainstream, within which 
researchers have been preoccupied with abstracting a limited set of stable structural 
concepts (Luhmann, 1982, 1995; Robinson, McDougall, 2001; Umanath, 2003; Gumbrecht, 
2001; Gnyawali, Stewart, 2003; Becerra-Fernandez, Sabherwal, 2001). As a result of these 
limitations, Provost (1985, 1989, 1998) suggest a theory of development based on social 
structures. He shows social structures as an emergent property of the interactions of 
human beings with the capability of individual self-reflection. Individuals, unwittingly or not, 
who become its architects and are therefore ultimately responsible for its success or failure. 
Following this direction Husted (2001) presents a contingency theory of corporate 
social performance as a function of the fit between the nature of social issues and its 
corresponding strategies and structures. By synthesising broad patterns from contingency 
theory's fragmented concepts and grounding them in rich, multivariate descriptions CA may 
help consolidate the past gains of contingency theory (Meyer and Tsui, 1993). It tries to 
explain how order emerges from the interaction of those parts as a whole social structure. It 
is important to recognise that CA represents a complex systems stance and acknowledges 
that organisations are social systems that consciously evolve (Waldrop, 1994; Prigogine, 
1967). They are complex adaptive systems, with the term adaptive indicating a decision­
making capacity that influences the characteristics of self-organisation, non-linearity and 
emergence (McCarthy, 2003; Stacey, 1996). 
CA also shares chaos theory's acknowledgement of disorder, instability, diversity, 
disequilibrium, non-linear relationships (in which small changes in sociocognitive 
capabilities can trigger massive consequences) and temporality (a heightened sensitivity to 
the flows of time; Meyer, 1993; Prigogine and Stengers, 1984). CA according to chaos 
theory describes complex motions and the dynamics of sensitive social systems through 
stability and transformation (Orteg6n-Monroy, 2003). However, a chaotic system can 
actually evolve in a way that appears to be smooth and ordered (Shelton, Darling, 2003). 
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Mintzberg (1998) has offered the following premises of the configurational direction of 
strategic management: 
II Most of the time, an organisation can be described in terms of some kind of 
stable configuration of its characteristics: for a distinguishable period of time, it 
adopts a particular form of structure matched to a particular type of context which 
causes it to engage in particular behaviours that give rise to a particular set of 
strategies 
.. These periods of stability are interrupted occasionally by a process of 
transformation - a quantum leap to another configuration 
.. These successive states of configuration and periods of transformation may 
order themselves over time into patterned archetypal sequences 
.. The key to strategic management, therefore, is to sustain stability or at least 
adaptable strategic change most of the time, but periodically to recognise the 
need for transformation and be able to manage that disruptive process without 
destroying the organisation 
.. Accordingly, the process of strategy making can be one of conceptual designing 
or formal planning, systematic analysing or leadership visioning, co-operative 
learning or competitive politicking, focusing on individual cognition, collective 
socialisation, or simple response to the forces of the environment; but each must 
be found at its own time and in its own context. 
.. 	 The resulting strategies take the form of plans or patterns, positions or 
perspectives, strategic recipes or interpretative schemes or else ploys, but again, 
each for its own time and matched to its own situation. 
CA includes very important terms; concepts, such as: archetypes, configurations, 
transformations and organisational performance. These terms form the essence of this 
approach, but there is not enough systemicity, which identifies relationships between these 
terms. Therefore, it is necessary to develop the configurational approach in an holistic 
integrated way in order to integrate different research directions within the systematic 
complex of the configurational framework. It allows systematic explanations of peculiarities 
,"""-­
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of strategy development and can help managers to make strategic decisions, which have a 
conceptual and systematic bases for understanding the requirements of the business­
environment and internal organisational conditions. Any appearance of the work in this way 
will help to increase usefulness of configurational approach in theoretical and practical 
aspects (Miller, 1996). 
2.8.1 The Logical Structure of Configurational Research 
Developing valid research models within the configurational approach involves three 
steps (the logical structure of configurational theories) (Doty and Glick, 1993): 
Modelling the Research Basis (The Central Research Theme). One of the 
fundamental conceptual issues that arise during the process of modelling configurational 
theories is the interpretation of organisational processes at all research levels. The point is 
to develop the central theme - basis - of configurational research that will be an instrument 
for modelling fit between research dimensions and modelling configurations and archetypes 
(Miller, 1996). 
Modelling Fit. The second step in modelling a configurational research is selecting a 
conceptual model of fit that is consistent with the conceptualisation of any research theme, 
which is chosen by a researcher (Aycan, 1997). Van de Ven and Drazin (1985) organised 
many of these conceptualisations into the interaction, selection and systems approaches to 
fit. The interaction approach to fit characterises many traditional theories, especially 
contingency theories, which typically define fit as the statistical interaction of two variables 
(Katz, Maguire, Roncek, 2002). 
Modelling Equifinality (Configurations and Archetypes). Configuration theorists 
adopt a system assumption of equifinality (Doty, Glick and Huber, 1993). They examine 
how a pattern of several dependent variables relates to an independent variable in the 
configurational theories (Figure 2.3). This is the third step in modelling a configurational 
research is to state explicitly the relevant interpretation of the Equifinality assumption. This 
assumption allows a feasible set of equally effective, internally consistent patterns of 
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context and structures. Gresov and Drazin (1997) suggest that strategy research would 
benefit from acknowledging the possible role of equifinality in the configuration-performance 
relationship, as well as in other linkages between important variables. 
Organisational systems express equifinality in a way they are able to achieve a 
common end-state of self-actualisation despite disturbances, false starts, and overshoots 
along the way. This ability of organisational systems to be self-directed, to provide their own 
order, organisation, and spontaneous unfoldment from within through interpretative 
schemes of actions (archetypes), both defines the organisational system as a whole and 
gives it vitalistic, soul-like, or nature-encoded properties (Mare, 1998). 
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Figure 2.3 Modelling equifinality 
2.8.2 The Role of Classification in Configurational Research 
The process of classification is the essence of configurational approach (CA) as CA 
tries to order and make sense out of the strategic approaches by sorting things into discrete 
and relatively homogenous groups, states or configurations. Therefore, CA plays an 
important role in business decision-making tasks by classifying the available information 
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based on a criteria or a research theme (Miller, 1996; Y. Kiang, 2003). The task is to 
integrate different strategic variables into such strategic patterns as archetypes, 
configurations and transformations (Figure 2.3) (Kald, Nilsson, Rapp, 2000). 
There are two very important principles underlying attempts of configurational 
researchers to create classification systems. The first principle is the idea of coherence 
between organisational elements (Cairns, Burt, Beech, 2001; Donaldson, 1996). The 
second principle is the holistic nature of organisational phenomena, which is the patterning 
of organisational elements that should be the focus of inquiry rather than bivariate or 
sharply circumscribed multivariate analysis (Miller and Friesen, 1984). 
These principles suggest that there is a limited range of configurations and that the 
understanding of the parts within an organisation can be gained only by looking at the 
overall patterning (Haas, Hall and Johnson, 1966; McKelvey, 1982). A possibility for 
classifying configurations within three levels of conducted research can be identified (Figure 
2.4): CLASSIFICATION 
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Organisational Elcrracnts <->rganisation 
Levels of' ClassifiCation 
Pcrson-Configurat'ion 

Fit 

Organisational 
NorDlS 
Organisational 
Values 
<.roup Effectiven.ess 
I>csign Feutures 
Interpers()o•• 
C:actors 
Organisational 
f"actors 
Orgunisati()n 
InteruDI 
C(),nsistency 
Tbe Xr:ul:ide-out 
l~erspC'c'Ci"e 
The Outside-h. 
}--c::r.specJ;i'VG 
Figure 2.4 The levels of classification in configurational approach 
I. Developing classification at the individual level. Mitroff (1983) speculated that 
individuals with different personality types develop different idealised images of 
organisations. This line of thinking suggests that people with different personality types may 
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interpret the same objective organisational circumstances differently that influence the 
process of strategy development (Chatman, 1989, 1991; Schneider, 1997, 2000). As a 
result, more within-person designs should be used in order to examine processes of 
adaptation and organisational changes and to improve the power of P-O fit research in 
configurational approach (Lievens et at, 2001; Hollenbeck, 2000). Building on the idea of 
interactional psychology (Magnusson and Endler, 1977) Chatman proposed that 
congruence between the norms and values of organisations and the values of individuals is 
important for organisational outcomes. 
II. Developing classification at the group level. The social psychological perspective 
on work group design (Hackman and Oldham 1980; Margulies and Kleiner, 1995) has 
potential for development along configurational lines. It identifies three sets of factors 
associated with group effectiveness: design features, interpersonal factors and 
organisational factors. Traces of configurational thinking can also be found in the multiple 
constituency model of work unit effectiveness (Tsui, 1987; Tsui and Milkovich 1987) which 
showed that different constituencies of human resource subunits wanted the subunits to 
perform different sets of activities. Another area with considerable promise for 
configurational analysis is organisational demography, particularly the demography of work 
group (Watson, Stewart, BarNir, 2003; Sorensen, 1999; Hodson, 2002). 
III. Developing classification at organisational level. At the organisational level of 
analysis, configurational theories typically posit higher effectiveness for organisations that 
resemble one of the ideal types defined in the theory. The increased effectiveness is 
attributed to the internal consistency (Spina, Verganti, Zotteri, 2002), or fit among the 
patterns of relevant contextual, structural and strategic factors (Mitzberg, 1983; Miles and 
Snow, 1978). They stimulated numerous empirical investigations about further classification 
and the relative effectiveness of the types according to various organisational contexts 
(Zahra and Pierce, 1990; Griffin, A. Neal, M. Neale, 2000). The conceptual and analytical 
models must be consistent with logical structure of CA (Blalock, 1967, 1989; Schoon hoven 
1981, Venkatraman 1989). 
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These three levels of classification add to the logical structure of configurational 
research provide a system structure for examining the key components and characteristics 
of strategy development and how they are integrated together within the multidimensional 
essence of a configuration. Thus, next section is aimed at considering the main concept of 
configurational approach (CA) - the term "configuration" - that allows uniting various 
premises concerning strategy development into one coherent structure. 
2.9 The Configurational Construction of Organisational 
Processes 
The term "organisational configuration" helps to denote any multidimensional 
constellation of conceptually distinct characteristics that commonly occur together. The 
term configuration refers to the make up of an organisation, its form or defining 
characteristics (Meyer and Tsui, 1993). Miller (1987) and Mintzberg (1990) define 
configurations as commonly occurring clusters of characteristics that relate to an 
organisation's strategies, structures and processes (McCarthy, 2003) according to the 
general organising pattern. 
By using the concept of configurations, research on strategy development is able to 
illustrate complex connections among several variables without having to reduce complex 
impacts excessively. Dess and Rasheed (1993) emphasise the positive aspects of 
configurational analysis by citing further statements: 
• A configuration 	 represents a number of specific and separate attributes, which are 
meaningful collectively rather than individually 
• Configurations are finite in number and present a unique, tightly integrated, and therefore 
long-lived set of dynamiCS according to changes in interpretative schemes of archetypes 
(Mintzberg 1983, Mintzberg and Miller, 1983; Miller 1981, 1986, 1987) 
• Configurations 	 are a means of achieving parsimony while presenting rich, complex 
description of organisations (Hambrick 1983, Miller and Friesen 1977, Mintzberg 1973, 
1978) 
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• At the inter-organisational level organisational configurations are sets of organisations 
that share a common profile along important characteristics such as strategy, structure 
and decision processes (Miller and Mintzberg, 1983). 
Organisations may be clustered together into configurations based upon their 
similarities in organisational processes and results of these processes. Although 
organisational performance within a configuration is expected to be similar, different 
configurations are expected to experience different levels of organisational performance 
(Lee, Lee, Rho, 2002; McNamara, Deephouse, Luce, 2003; Nair, Filer, 2003). Thus, it is 
possible to suggest the existence of rigid interrelations between configurations and the 
levels of organisational performance. 
Consequently, about this time researchers begin actively explore whether the 
sociocognitive basis for the combination and capabilities of organisational elements can be 
used for identifying configurations and overall patterns according to which configurations 
are formed (Thomas and Pollack, 1999). One of the most important things about a good 
configuration is the opportunity for further reconfigurations. Therefore, it is necessary to 
assess organisational configurations by examining its focus or simplicity, the fit among its 
elements, and the range of elements or parties subsumed by the central research theme 
(Miller and Chen, 1999; Miller et at, 1996). Thus, it can be suggested that developing 
configurations can add precision and power for developing successful and useful strategic 
recipes (Meyer and Tsui, 1993). 
Generally, configurations are represented by conceptually created typologies (Miles 
and Snow, 1978; Mintzberg, 1979; Zahra, Shaker; Pearce, John A., II, 1990; Slater, Narver, 
1993; Dylan Jones-Evans, 1995; Forte, Hoffman, Lamont, Brockmann, 2000; Rosenkopf, 
Nerkar, 2001; Ordonez de Pablos, 2002; Ortenblad, 2002) or empirically developed 
taxonomies (Galbraith and Schendel, 1983; Zahra, 1993; Guzman, 1994; McCarthy, 
Ridgway, 2000; Earl, 2001; Kakabadse, Kakabadse, Kouzmin, 2003; Felix, 2003). Such 
groupings permit the ordering and sorting of organisational and strategic diversity, and are 
a key to the codification of strategic management knowledge (McCrathy, 2003). 
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2.9.1 Testing Typologies versus Uncovering Taxonomies 
Since configurations are about organisational wholes, more should be done to 
discover their thematic and systematic aspects - to probe into just how their elements 
interrelate and complement each other to produce the driving character of an organisation 
(Miller, 1987, 1990). Organisational analysis has a research tradition rife with conceptual 
attempts at classifying organisations (Carper and Snizek, 1980; McKelvey, 1982). 
Classification has been at the root of organisational theorising notions of charisma, 
traditionalism, and bureaucracy, through distinction between mechanistic and organic 
structures (Wang, Ahmed, 2003), to Mintzberg's (1979) distinctions between simple 
structure, machine bureaucracy, professional bureaucracy, divisionalised form, and 
adhocracy. Configurations have been used to support a central tenet of organisation theory, 
namely, that there are different kinds of organisations and that many (or all) aspects of 
organisational functioning can be related to the integrative nature of the configurational 
process (Meyer, 1993). 
Miller (1996) would like to see more studies that examine the sequence of 
interactions that create configurations. These might reveal when and how dominant themes 
arise; how elements of strategy, structure and process reinforce each other; and which 
forces endow configurations with coherence, stability or momentum. Once an orchestrating 
theme takes hold, it can establish Darwinistic processes within an organisation that select 
congruent elements and expel all others. This driving theme of a configuration creates a 
momentum that makes an organisation more specialised and internally coherent (Miller, 
1990, 1993; Linstead, Chan, 1994; Lamberg, Parvinen, 2003). 
Organisational scholars taking the configurational approaches are commonly divided 
into two groups - typologists and taxonomists. Most scholars currently refer to conceptually 
derived sets of configurations as typologies and to empirically derived sets of configurations 
as taxonomies. Reviews of the literature (Parnell, 1997; Carper and Snizek, 1980; 
Hambrick, 1984; McKelvey, 1982; Pinder and Moore, 1979; Rich, 1992; Sanchez, 1993; 
Sneath and Sokal, 1973) document an ongoing semantic confusion and a spirited debate 
about the relative merits of these two approaches (Meyer and Tsui, 1993) (Table 2.11). 
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Table 2.11 Tests of typologies versus uncovering taxonomies (based on 
Bensaou and Venkatraman, 1993) 
Distinctive 
Characteristics Testing Typologies Uncovering Taxonomies 
Major Theory-driven and hence results can be assessed against a priori Naturally occurring patterns may be uncovere<! that might shed on the 
Advantages specifications Jim its of extant theories 
Empirical results that refute the No underlying theory or 
theoretical specification may not be conceptual model to guide the 
Disadvantages powerful to highlight any inherent selection of variables 
weaknesses in the integrity of the 
typology 
Positivist; Interpretative; 
Theoretical 
Assumptions 
Typology is mutually exclusi ve and 
collectively exhaustive 
Tax~)nomit!s are casually 
interpreted in light of a 
conveniently available set of 
theories 
Methodological Stability of the conligllratiotls.Methodology is assumed to be inAssumptions confisuration~ arc nO! an artifactlint: with the theoretical typology 
of the chosen analytical method 
The most sllccessful typologies posses a few features worth Taxonomies tend to be more firmly based on
emuluting: facts, Their large sets of variables and sizeable SAmples
• they are well informed by theory and draw distinctions and 
can disclose imponant empiricaJ regularities.
relationships ofconceptual importance Unfonunately, many taxonomies have justly been
• their types invoke contrasts that facilitate empirical progress criticised for their lack of theoretical significance. their 
• the elements or variables used to describe each type are shown toMiller's arbitrary and narrow selection of variables and tileir
cohere in thematic and interesting ways that have important unreliable or unstable results Comments conc~tual, evolutionary or normative imp~ications
. it is necessary to have more studies that examine the sequences of interactions that create configurations, how elements of 

strategy, structure and process reinforce each other, and which forces endow configurations with coherence, stability or momentum 

. too many taxonomies are disconnected from theory. Surely, the chances of deriving types that inform conceptual debate arc 

guided by promising theoretical paradigms 
Hambrick (1983); Miller & 
Illustrative Miller (1988), Meyer and Tsui, 1993, Doty, 1993, James and Friesen (1984); Hattell and Hatten 
References Hatten, 1995, Ortenbl.d, 2002, Fichman, 2003, (J98S), Ulrich and McKelvey. 1990, Ketchen and 
Thomas, 1993, Miller, 1996, Devillez, 20()2 
2.9.2 The Classification Approach of Typology 
Typologies at their best are memorable, neat and evocative. Typologies begin by 
developing a theory of configurations using a priori knowledge. The literature on the 
configurational approach suggests a number of clear strategic typologies into which 
organisations fall, based on their approach to doing business and the relative importance 
they attach to various strategic drivers (central orchestrating themes), Miles and Snow 
(1978) operationalised the theory by classifying firms by adaptive decision patterns ranging 
from the aggressive prospector, through analysers and defenders to the least adaptive 
category, the reactors, 
Later, Ket de Vries and Miller (1984) wished to examine covert psychological 
processes as the central research theme generally ignored by management theorists. They 
decided to examine common dysfunctional managerial styles and to study their 
organisational manifestations in different configurations and to propose the typology of 
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configurations reflecting different psychological circumstances within an organisation over 
time. The ways in which strategies, leadership styles, decision-making, and even structure 
are influenced by the broadly defined sociocognitive orientations of managers seem both 
remarkable and dramatic for developing configurational typologies. 
The first way is epitomised by the human relations research direction, which points to 
the existence of crucial social needs and their impact on job performance (O'Connor, 
1999). 
The second way, the trait or attribute research direction, examines various 
psychological traits among managers in order to discern their repercussions and to 
determine how they might influence risk taking, decision making, leadership, and so forth 
(Church, 2000; Livesley, 2001; Balmer, 2001; Gibb, 2002). 
The third way, the cognitive constraint theorists, looks at the general sociocognitive 
limitations of individuals as they are manifested in a configurational context. Cyert and 
March (1963) has shown how universal cognitive limitations evoke, indeed neceSSitate, 
particular styles of decision making and limit rationality. 
As a result, each configuration with its peculiar sociocognitive characteristics works 
on different assumptions about the basis of power and influence, about what motivates 
people, how they think and learn, how things can be changed. These assumptions result in 
quite different styles of management, structures, procedures, and reward systems. 
Therefore, managers need to be more aware of their own sociocognitive predilections, of 
which a configuration they personally follow, and more aware of the cultural choices that 
are open to them and to their organisation (Handy, 1985; Bolon, Bolon, 1994; Onken, 1999; 
Ogbonna, Harris, 2002; Lewis, 2002; Fernandez et at, 2003). 
The socially constructed nature of organisational actions (a configuration of co­
ordination and control of sociocognitive activities), then, implies that the way managers and 
the other organisational members think and act structures and typologize not only the 
organisations and resources they control, but also the nature of competitive processes and 
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their outcomes (McAdam, McGreedy, 1999). On the basis of these consequences one can 
suggest the ways of developing different typologies with dimensions which supplement 
each other. Good typologies are more than any products of inspired synthesis and a strong 
sense of conceptual aesthetics (Miller, 1996): 
• 	They are well informed by theory - and thus draw distinctions and relationships of 
conceptual importance 
• Their types invoke contrasts that facilitate empirical progress: which resolve persistent 
debates and conflicts 
• The elements or variables 	used to describe each type are shown to cohere in thematic 
and interesting ways - ways that have important conceptual, evolutionary or normative 
implications (Miles and Snow, 1978; Mintzberg, 1979). These interdependencies among 
the elements within types are the essence of configuration (Miller, 1990). 
Nevertheless, the allocation of organisations to types often is not clear-cut (Meyer 
and Tsui, 1993). Because of their a priori nature and frequent lack of specified empirical 
referents and cut-off pOints, typologies are difficult to use empirically (Doty, Glick, and 
Huber, 1993). Thus, this typology approach for developing configurations is a very pressing 
issue at this moment and there is a necessity for using it because of a lack of theorising in 
configurational research. In doing this it is necessary to develop a rigid connection and 
transition from theoretical research of configurations (typologies) to their verification 
empirically. 
2.9.3 The Classification Approach of Taxonomy 
The second arm of the configurational classification is empirical. Scholars employ 
methods of numerical taxonomy (Cochran, Bromley, 2003) and an assortment of clustering 
algorithms (Devillez, Billaudel, Lecolier, 2002; Yang, Hwang, Chen, 2004) and hypothesis 
testing techniques to identify natural clusters in the data (McKelvey, 1982, Miller and 
Friesen, 1980, 1984; Ulrich and McKelvey, 1990). Compared to typologies, taxonomies 
tend to be more firmly based on facts - or at least on quantitative data. Their large sets of 
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variables and sizeable samples can disclose important empirical regularities. The merit of 
the taxonomy approach is that when it is well executed it discovers reliable and 
conceptually significant clusterings of attributes (Miller, 1996). 
Interesting taxonomic attempts have been by Miller and Friesen (1984), who used 
statistical manipulation of large samples of organisations observed over periods of 20 or 
more years to produce configurations or clusterings of relationships between variables, and 
Ulrich and McKelvey (1990), identified distinctive subpopulations within the U.S. and 
Japanese electronics industries (Ketchen and Thomas, 1993). Taxonomy is the theory and 
practice of delimiting and classifying different kinds of entities (Mayr, 1982; McKelvey, 
1982; Hillman, Cannella, Paetzold, 2000; Slater, Olson, 2001). The logic of taxonomy lies in 
empirical classification based on multivariate analysis of multiple dimensions that may 
cover structures, processes, strategies, and contexts (Figure 2.5). 
CENTRAL "nIEME 
ANALYSED VARIABLES 
EMPIRICAL RESEARCH 
ARCH:ETYPE 
C)vcnlll Pu.tterns 
Interpretative $chemes 
TAXA I CONFIGURATION 
Figure 2.5 The logiC of taxonomic approach 
By identifying similarities and differences among organisational elements, 
taxonomies can provide the basis for explanation, prediction, and scientific understanding 
of a number of organisational phenomena (McKelvey, 1975). These include organisational 
structure, effectiveness, managerial behaviour, strategy, organisational change, and a host 
of other factors (Ketchen and Thomas, 1993). Actually, Michael Earl (2001) based on 
primary and secondary data concerning organisational structure, behaviour, change and 
strategy proposes a taxonomy of strategies, or "schools," for knowledge management 
which are captured through a comprehensive taxonomy of knowledge mOdels. The primary 
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purpose of this framework is to guide executives on choices to initiate knowledge 
management projects according to the goals, organisational character, and technological, 
behavioural, or economic biases (Kakabadse, Kakabadse, Kouzmin, 2003; Dickson, Farris, 
Verbeke, 2001). 
Unfortunately, many taxonomies have justly been criticised for their lack of theoretical 
significance (Barney and Hoskisson, 1990; McGee and Thomas, 1986), their arbitrary and 
narrow selection of variables (Fiegenbaum and Thomas, 1995; Reger and Huff, 1993; 
Ketchen, Thomas, and Snow, 1993), and their unreliable or unstable results (Hatten and 
Hatten, 1987). 
Too many taxonomies are disconnected from theory. Surely, the chances of deriving 
types that inform conceptual debate will be enhanced if configurationists are guided by 
promising theoretical paradigms. As a result, scholars are far from understanding what it 
takes for a company to effectively develop and implement a comprehensive strategy. In 
moving towards configurational approach, scholars might try to better understand the 
organisational co-requisites of different generic strategies or resources (Miller and 
Shamsie, 1996; Parnell, 1997; Juga, 1999; Cambell-Hunt, 2000; O'Regan and Ghobadian, 
2004). In order to progress from strategiC conception to implementation, scholars must 
understand how all of these parts fit together (Miller, 1996). Too often, taxonomists discover 
not stable groupings but chance assemblages of attributes. If they were to change their 
samples a little the clusters teeter precariously. Altering the grouping algorithm slightly an 
entirely different classification scheme emerges. 
The disadvantages of both approaches - typology and taxonomy - seem to call for an 
integrative approach to studying configuration - one in which the focus is not on typologies 
or taxonomies, but on configuration and archetype as a quality or property that varies 
among organisations. Configuration, in this sense, can be defined as the degree to which 
an organisation's element (research dimensions) is orchestrated and connected by a single 
theme. In other words, two important properties contributing to the degree of configuration 
are thematic focus and a close alignment of elements that serve that focus and reinforce 
each other (Miller, 1996). Thus, the integrative type of classification within this study allows: 
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• 	to develop configurations that are well-informed by theory and to draw distinctions and 
relationships of conceptual importance 
• 	to invoke the contrast that facilitate empirical progress 
• 	to show research dimensions in a coherent and thematic way that has conceptual, 
evolutionary and normative implications 
2.10 Interdependencies of Configurations and Organisational 
Performance: Performance Research Dimension 
Organisational performance is often a research dimension in configurational research 
(Rumelt, Schendel and Teece, 1994). Thus, it is not surprising that the relationship between 
configurations, archetypes and performance has been a frequent research focus (Ferguson 
and Ketchen, 1999). Structural contingency theory asserts that the success of different 
configurations of organisations depends on their appropriateness for the environment they 
face. Configurations that match the requirements of the environment should enjoy more 
success that configurations that do not. Poor-performing firms would prefer to switch to a 
configuration that better fits the environment at this moment (Figure 2.6) (Caves and Porter, 
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Figure 2.6 Configurational performance 
The findings of Zajac, Kraatz, Bresser (2000) support Caves and Porter concerning 
the dynamic strategiC fit. Specifically, they find that (1) the timing, direction, and magnitude 
of strategic changes can be logically predicted based on differences in specific 
environmental forces and organisational internal environment, and (2) organisations that 
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deviated from their model's prediction of dynamic strategic fit experienced negative 
performance consequences. 
In this way, Danny Miller in his work "The Icarus Paradox" (1990) considers 
successful (Craftsmen, Builders, Pioneers and Salesmen) and unsuccessful (Tinkeres, 
Imperialists, Escapists and Drifters) configurations ar;ld suggests that due to the certain 
conditions a successful configuration can transform in an unsuccessful one. On this basis 
Miller proposed two aspects of the Icarus Paradox; 1) Success can lead to failure and 2) 
The very causes of Success, when extended, may become the causes of failure. These 
causes can be leadership traps, monolithic cultures and skills, power and politics and 
structural memories. 
Performance-related configurational studies are generally of two types: (1) inductive, 
often industry-specific inquiries that use configurations generated from empirical 
procedures as the basis for performance comparisons or (2) deductive inquiries that first 
sort organisations into configurations and then test (or generate) theory-based predictions 
about their relative performance. The two major approaches for defining and comparing 
organisational configurations have arisen in the strategic management literature (Figure 
2.7). 
COMFIGURATION-PERFORMANCE 
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Figure 2.7 Performance-related configurational studies 
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Inductive Approach to Configurational Performance 
The predominant approach in strategic management for defining configurations of 
organisations and their relationship to performance has its conceptual roots in the industrial 
organisation paradigm (Bain, 1956). According to it an industry's structure determines the 
behaviour of its member firms, whose collective conduct then determines their 
performance. The major elements of industry structure identified as important to 
performance were entry barriers, the number of firms in an industry, and their size 
distribution (Bain, 1968). Because structure determined conduct, or strategy, which in turn 
determined performance, economists within this paradigm ignored conduct and looked 
directly to industry structure for explanations of performance (Porter, 1981). 
Most top managers now realise that the industrial organisational paradigm has 
become obsolete. They are desperately seeking a way to make their organisations more 
dynamic and flexible without having to discard entirely the archaic structure of which they 
are a part. Ultimately a new, post-industrial organisational model (accent on studying 
sociocognitive processes in an organisation and their influence on organisational 
development) will replace industrialisation as the dominant paradigm for organisation of 
productive resources (Hock, 1995, Ikerd, 2000). It shows that managerial perception of 
environmental change influences the strategic adaptive response of the organisation and 
the selection of top managers. 
Further, it was found that organisations that are able to achieve the alignment among 
perceived environmental change/strategic adaptive characteristics exhibit superior 
performance in terms of a variety of performance outcomes as compared to organisations 
where such alignment is lacking. The results also provide support for the idea that 
organisations systematically move toward the higher-performing configurations for a given 
environment (Forte et at, 2000). Therefore, it is possible to consider performance 
improvements as a multidimensional phenomenon consisting of various degrees of 
environmental structure and internal conscious awareness (Lewis, 1994; Guimaraes, 
Armstrong, 1995; Johnson et at, 2001; Bloodgood and Morrow, 2003). 
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In the aggregate, the findings of the inductive approach to organisational 
performance can best be described as equivocal. Several studies have provided strong 
evidence for such a relationship (Robinson and Pearce, 1988), but others have found only 
a small or non-significant association (Cool and Schendel, 1987; Dowling and Ruefli, 1991). 
A range of studies have suggested that identifying periods of stability may be a key to 
finding differentially performing groups, but the evidence again has been mixed (Cool and 
Schendel, 1987; Fiegenbaum and Thomas, 1990). 
Nevertheless, the previous mixed results regarding the relationship between this 
form of configuration and performance may be due to a weakness in the inductive approach 
stemming from its emphasis on identifying statistical homogeneity. Indeed, the a posterior 
nature of the inductive studies suggests that they are not maximally robust tests of the 
configurations-performance relationship, leading researchers to call for theory-based 
models (McGee and Thomas, 1986) that would permit predictions of performance 
differences (Lee et at, 2002). 
Deductive Approach to Configurational Performance 
Scholars taking the second approach - deductive - to configuration-performance 
portray configurations as jointly produced by organisational and environmental attributes 
that are critical to competition regardless of industry. This approach gave rise to two 
seemingly competing schools of thought: strategic choice and organisational ecology. The 
strategic choice perspective is founded on the belief that sociocognitive processes 
determining how an organisation will respond to environmental conditions are important 
determinants of organisational outcomes (Child, 1972). 
StrategiC choice is the groundwork for constructive debate and informed decisions; it 
provides a logical framework for evaluating strategic alternatives and a method for getting 
the team to work together productively. Empirical strategic choice research has found 
significant performance differences across theoretically derived configurations (Ferguson 
and Ketchen, 1999) that can be explained by differences in internal organisational 
environment which are relevant for an appropriate configuration. 
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In contrast, in the organisational ecology perspective the organisational environment 
is the primary determinant of firm outcomes. One of the key tenets of this perspective is 
that within each niche certain organisational forms, or configurations of structure and 
processes, are selected to be successful and others fail (Ulrich and Barney, 1984). 
Organisations cannot easily change their configurations because they are subject to strong 
inertial forces. Consequently, profound differences in performance between configurations 
are expected. Organisational ecology suggests that organisations doe not have the ability 
to adapt themselves and the process of organisational evolution is out of the organisational 
field. Therefore, the adjustment to changed environmental conditions is achieved largely by 
the death of old organisations and the birth of new ones. 
As a result, Lovas and Ghoshal (2000) based on the theories of evolution in social 
and cultural systems and intra-organisational ecology developed a model of strategy as 
guided evolution. Its primary distinctions from earlier models of organisational and intra­
organisational ecology lie in: 
• 	the incorporation of an important role of top management in shaping the direction and 
outcomes of the evolutionary processes within organisations and within various 
configurations 
• 	the incorporation of human and social capital as a critical unit of selection within such 
processes. 
Researchers from the deductive approach to performance assert that an 
organisational competitive strategy varies along two main dichotomous dimensions: (1) a 
method of developing competitive advantage and (2) breadth of cognitive perceptive 
capabilities (Ferguson and Ketchen, 1999). Thus, performance differences between 
configurations should be based on (1) organisations' commitment to prior configurations 
and (2) differing levels of environmental benevolence. Empirical evidence that the 
organisational environment moderates the configurations-performance relationship 
(Boeker, 1993; Lawless and Finch, 1989; Lawless and Tegarden, 1991) suggests that, 
. 
given specification of the conditions in a particular organisational environment, investigators 
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can make predictions regarding the relative performance of the configurations (Ketchen, 
1993; Ferguson and Ketchen, 1999). 
I ntegrative Approach to Configurational Performance 
The consideration of the inductive and deductive approaches suggests that both 
approaches have their own weaknesses and advantages. As a result, a hybrid (integrative) 
approach incorporating both the data-driven inductive approach and the deductive 
approach based on a priori template of the developed theoretical suggestions can be 
proposed for this research as a method of investigating configurational-performance 
relationships. This integrative approach allows the tenets of sociocognitive processes to be 
integral to the process of deductive thematic analysis while allows for theoretical 
suggestions to emerge direct from the data using inductive approach. Such an approach 
involves generating patterns of processes through which to interpret and describe the 
phenomena under investigation. 
2.11 Configurational Nature of Organisational Changes: 
Configurational Transformations 
This section is directed at analysing the concept of configurational transformations 
that allows explaining the mechanism of changes between configurations and within 
configurations. Configurational transformations invoke a series of debates concerning the 
character of organisational changes. There are theories which aim to identify the driving 
forces of transformations, such as: 
• Resource dependence theory (Pfeffer 	and Salancik, 1978; Haunschild, 1994, 1998; 
Hayward, Boeker, 1998; Westphal, 1998; CampHng, Michelson, 1998; Ahuja, 2000). 
Resource Dependence is a theory of organisations that explains organisational and inter­
organisational behaviour in terms of the resources that an organisation needs to survive 
and function. It focuses on: resources; the flow or exchange of resources between 
organisations; dependencies and power differentials created as a result of unequal 
resource exchange; the constraining effects such dependence has on organisational 
action; and the efforts by organisational leaders to manage dependence. 
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• Institutional theory (Meyer and Rowan, 1977; Scott and Meyer, 1983; Friedland, Alford, 
1991; Mastrofski, Uchida, 1996; Crank, 2003). It provides a theoretical framework for the 
conceptualisation and empirical assessment of policing and sociocognitive contexts and 
their relationship to organisational structures and practices. This is a conception of 
institutionalism according to which institutions are carried in procedurally defined "means" 
that provide for appropriate or customary ways of acting. Scott and Meyer (1983, p. 149), 
for example, noted that "in institutionalised environments, organisations are rewarded for 
establishing correct structures and processes". 
• Structural 	contingency theory (Lawrence, P. and J. Lorsch, 1967; Galbraith, 1974; 
Otley, 2003; Miller et at, 1988; Zeffane, 1994; Husted, 2000; Katz et at, 2002). The 
essence of the approach is that a desired outcomes is the consequence of an appropriate 
fit between two or more factors, such as between the organisation's strategy and 
structure. According to this approach the managerial tasks involves analysing the 
organisations in its context, taking advantage of opportunities and minimising constraints 
through endless combinations of strategies, structures and sociocognitive processes. 
• Population 	ecology (Hannan and Freeman, 1989; Baum, 1996; Amburgey, 1996; 
Aldrich, 1999; Alvarez Ma Valle, 2002). Population ecology suggested that organisations 
do not have the ability to adapt themselves and the process of organisational evolution is 
outside the organisational field. Therefore, the adjustment to changed environmental 
conditions is achieved largely by the death of old organisations and the birth of new ones . 
.. 	 The notion of complementarities develops a line of thought in organisational theory 
that leads through contingency theory to configuration theory (Whittington, 1999). 
Complementarities thinking follows contingency theory in seeing performance as 
dependent on fit between key organisational variables, such as size and structure that is 
achieved by an appropriate interpretative scheme (Donaldson 1996). Thus, changes in fit 
between variables lead to organisational changes in general (Miller 1987, 1996). 
CA is influenced by all these theories and approaches and tries to construct a 
complex approach concerning issues of transformations (organisational changes) using 
strategic analysis, strategic choice and strategic implementation (Figure 2.8). 
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Figure 2.8 The process of configurational transformation 
Strategic analysis. Strategic analysis seeks to formulate information about the 
possible options afforded by the environment, and the resources and capabilities required 
exploiting such opportunities. This analysis provides a map of the known configurational 
opportunities (Tidd, 2001). This analysis can help organisations to understand their current 
position relative to the known options. Using strategic analysis for investigating the 
organisational competitive environment, an organisation can determine the position of its 
current configuration (Jenster and Hussey, 2001; O'Regan and Ghobudian, 2004; Wainwright 
and Waring, 2004). 
Strategic choice. It presents a set of instruments to solve complex spatial decision 
problems: the construction of a decision chain allows working out consistent possible 
solutions that can be compared and evaluated. Strategic choice is concerned with deciding 
which option or configuration to adopt. The approach is an incremental one, rather than one 
which looks towards an end product of a comprehensive strategy at future pOints in time 
(Campling and Michelson, 1998; Nutt, 2002; Song et at, 2002; Levy, 2003; Roberto, 2003). 
Strategic implementation. The logic of implementation is to design structures with 
resources required using them as mechanisms of managing strategic change. Implicitly, 
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strategy implementation is regarded as a process underpinned by objective analysis and 
planning (Millett, 1998; Braganza and Ward, 2001; Dobni and Luffman, 2003; Muralidharan, 
2001). 
Thus, successful movement between configurations requires a dynamic view of the 
characteristics that determine an organisation's current configuration, and how these 
characteristics might inhibit the successful adoption of the desired configuration. A 
reluctance to remove conflicting current characteristics can lead to an increase in 
organisational inertia (Okumus, 2001; McCarthy, 2003). 
In general, configurations possess distinct organisational competencies (Miles and 
Snow, 1978; George, 1996; Scarbrough, 1998; Jay, 2000) which limit the range of strategic 
choices of new configurations available to an organisation when faced with environmental 
change (Prahalad and Hamel, 1990). Configurational theorists have posited that 
managerial search for strategic responses tend to remain within the response set of the 
prevailing configuration (Greenwood and Hinings, 1993; Hinings and Greenwood, 1988; 
Miles and Snow, 1978). Even when movement between configurations does occur, most 
organisations operate in a strategic comfort zone in which they opt for strategies that are 
not radically different from their current strategy (Shortell, Morrison, and Friedman, 1990; 
Forte et at, 2000). This fact supports the idea of inertia and simplicity of strategy 
development over time. 
Organisations faced with environmental change find it difficult to change in ways 
inconsistent with their prevailing configuration (Greenwood and Hinings, 1988, 1993; 
Hinings and Greenwood, 1988; Kelly and Amburgey, 1991; Miles and Snow, 1978; Miller 
and Friesen, 1980, 1984), but organisations do change their configuration (Rubery et aI., 
2002; Singh, House, and Tucker, 1986; Zajac and Shortell, 1989). This is especially true for 
organisations that find their distinctive capabilities no longer applicable in a rapidly 
changing environmental context. Therefore, there are times when organisations should 
respond to environmental changes, and sometimes a configurational transformation is 
required. What remains unclear is the extent to which these responses (non-responses) are 
generally adaptive-inertial or performance enhancing. 
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2.11.1 The Contextual Basis of Transformations: Contextual Research Dimension 
Contextual configurational factors such as age and size can be sources of internally 
generated organisational inertia (Mullins, 1999; Greenberg, Baron, 2000). Population 
ecologists, who generally see long-run adaptation as improbable, suggest that established 
organisations are effectively blocked from altering their structures (Amburgey, 1996; 
Aldrich, 1999; Alvarez Ma Valle, 2002) and every successive configuration becomes more 
inert, simple and adapted to the environment. Older and larger organisations in particular 
have institutionalised political relationships, established rules and regulations, and 
investments in fixed plant and equipment and specialised personnel that support the status 
quo (Hannan and Freeman, 1977). However, other theorists examining growth, decline, 
and organisational development cycles see contextual characteristics like large size and old 
age as inertial forces that limit but do not preclude adaptation (Greiner, 1972). 
Researchers have typically investigated only one of these three contextual factors 
(age, size, or growth) without regard to the others. A number of life cycle theorists have 
suggested that during various organisational life cycle stages these three contextual factors 
exist in different configurations that facilitate or inhibit changes in organisational structures 
(Miller and Friesen, 1983; Quinn and Cameron, 1983). Early-life-stage organisations, which 
are young small, and growing, may have higher levels of reorganisation than later-life-stage 
organisations, which are old large and declining. In spite of the potential explanatory power 
of contextual variables, these factors are rarely examined in combinations (Efremov, 2001). 
It seems that when considering configurational research, researchers have focused on 
combinations of organisational attributes, not on their contexts (Emery and Trist, 1972; 
Perrow, 1972). 
2.11.2 Configurational Responses to Growth. 
Population ecologists have suggested that organisational growth is a force for 
organisational inertia (Hannan and Freeman, 1978; Baum, 1996; Amburgey, 1996; Aldrich, 
1999). During growth, organisational resources tend to increase. This munificence 
decreases internal conflict and increases organisational harmony (Child and Kieser, 1981). 
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Most existing configurations are based on a series of compromises (for instance, between 
central control and empowerment, or between spatial separation and process integration). 
Organisational reforms have often aimed to change the balance between these 
compromises and the improvement of one aspect often happens at the expense of the 
others. Strategic organisational development equilibrium based on compromises occurs 
when there is a fit between the organisation's strategic development and organisational 
size. When this fit does not occur, the organisation will experience a variety of 
'organisational growing pains.' These growing pains are symptoms of organisational 
distress and an indication of the need to change, if the organisation wants to continue to 
operate successfully (Flamholtz, Hua, 2002). 
If an entrepreneurial venture is successful and grows, the increasing business 
volume requires that the configuration also be expanded and changed (Witt, 2000). 
Although rapidly growing ventures represent a significant source of wealth creation in the 
economy, surprisingly little is known about why some entrepreneurs are able to thrive in 
this environment, while others stumble or fail (Arbaugh and Camp, 2000). 
Life cycle theorists (Greiner, 1972; Kimberly, 1979) have suggested that 
organisations must adapt in response to various crises occurring during growth and 
between-configurations transitions. This dominant logic for the management of growth is 
further reflected in the configurational literature that seeks to address the unique challenges 
faced by ventures experiencing very rapid rates of organisational growth. High growth 
creates increased managerial complexity through the rapid addition of more elements in the 
system (products, markets, etc.), greater difference between the elements, and the need to 
manage interdependencies and uncertainties across those elements. 
Rapid rates of environmental change coupled with rapid organisational growth make 
it very difficult for managers to identify where, how and when they should realign elements 
of strategy, structure and systems according to changes and a new scheme of actions. 
Thus, while rapid rates of growth suggest a need for serial or successive transformation, 
the adaptation time involved in transformation from one viable organisational configuration 
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to another poses a significant management challenge (Slevin and Covin, 1997; Nair, 2001; 
Nicholls-Nixon, 2002). 
2.11.3 Configurational Responses to Decline. 
Like growth, decline (a weakened condition resulting from resource and/or demand 
restrictions and mismanagement or a natural stage of organisational development) can also 
stimulate both structural change and stability. An organisation that has entered a period of 
stability has taken the first step toward decline (McKinley, 1993; Miller and Friesen, 1983). 
Internal political alliances often shift, and power is redistributed. Increased centralisation 
and leader turnover are also common (Cruz, 2004). Thus, decline can destabilise 
organisations and allows them to reorient structural relationships and strategic foci 
(Tushman and Romanelli, 1985). 
Organisational decline can also have the reverse effect, inhibiting configurational 
transformation and stimulating organisational simplicity. Staw and Ross (1978) showed that 
managers resist altering policy decisions and adhere rigidly to existing activities and social 
values even in the face of negative performance (Tushman and Romanelli, 1985; Cangelosi 
and Dill, 1965; Hedberg, 1981; Sunil, 2002). 
Thus, when combined with a conservative reaction to decline, a powerful centralised 
decision-making structure can lead to a rigid organisational structure and organisational 
inertia in activities. Since managers are the power holders in organisations, their self­
interest often precludes their altering administrative structures. In reaction to scarcity­
induced conflict, managers may use their increased authority not to change an organisation 
but to protect and maintain their personal positions. It may be necessary for an 
organisation's owners to hire new top managers to overcome psychological and social 
forces of commitment to losing courses of action (Douglas et at, 1993; Forte et ai, 2000). 
Even if managers are willing to change a. configuration or to begin a new cycle of 
organisational development limited resources may prevent their doing in this way 
(McKinley, 1987). 
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The effects of growth and decline on administrative structure are inconsistent and 
often contradictory. A range of authors have suggested competing perspectives reconciling 
the disparate findings regarding the effects of decline (McKinley, 1992; Sutton and 
D'Aunno, 1989, 1992). However, those authors did not consider the combined influence of 
organisational age and size as indicators of growth and decline on the effects of changing 
configurations. Douglas (1993) believes that studies of such configurations can resolve 
some of the extent theoretical and research contradictions. 
Although few researchers have examined how growth or decline work to affect 
changes in configuration theorists and researchers addressing organisational life cycles 
(Miller and Friesen, 1983; Quinn and Cameron, 1983; Aycan, 1997; Flamholtz and Hua, 
2002; Porath, 2003) have specifically suggested that organisations are not characterised by 
a single imperative. Typically, organisational age, size, and growth or decline (change in 
size) are among the characteristics that define organisational development, configurations 
and transformation between them (Kimberly et aI., 1980; Kravchenko, 1999; Efremov, 
2001). 
2.12 Organisational Archetypes: The Governing Principle of 
Configurational Processes 
Previous sections examined research issues concerning configuration and 
configuration-performance fit, typology and taxonomy classifications, deductive and 
inductive approaches to organisational performance, configurational transformations and 
their contextual basis. One major question is unanswered: what makes all these 
organisational processes, attributes, characteristics, strategic ideas and options cluster into 
one coherent structure - configuration - in the certain way and then re-configure ­
transformation. This section searches for the answer on this question in the concept of 
archetype. 
Jung (1919, 1934) was the first scientist who used the term "an archetype". He 
emphasised that the most important aspect in it is an invisible pattern or interpretative 
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schemes of actions (Samuels, 1968). Archetypes can be revealed in their external 
manifestations. The most obvious manifestations of archetypes' influences can be 
considered during the periods of crises. Hillman (1975), the founder of school of 
Rsychology of Archetypes, defines the laws of functioning, perception and interactions with 
the surrounding environment using archetypes. The archetype is a tendency of forming 
representations of motives which can considerably change in details, but which do not lose 
their own basis. In this way archetypes are instinctive directions and the directed trends of 
development. It is a form-bUilding element (a pattern) which form structural influence on any 
kind of activity (Nikolaev, Bugaeva, 2001). 
As Russel (2000) said, the archetype is a structure, which can have different contents 
depending on the surrounding environment and specific features. Archetypes represent 
idealised schemes of behaviour, which can be expected and it is possible to get advantage 
following archetypes. Thus, archetypes are categorical and conceptual potentialities, which 
are actualised in experience (Samuels, 1985). They are congenital opportunities of ideas. 
These opportunities give the final form to the contents, which has already been 
accumulated in experience. According to Adams (1997) archetypes are shown as images 
and simultaneously as actions. 
Hillman (1975) believes that interpretative schemes of actions are archetypal means 
to provide it with value. Disharmony and triviality are not archetypes, they are results of the 
absence of an archetype, and those forms in which they are expressed are impossible to 
name configurations. The archetype possesses an essence similar to the essence of a 
crystal lattice. One never sees this lattice, but a mineral's molecules are connected in a 
strict conformity with it. In the similar wayan archetype can be perceived through 
archetypal images-manifestations. 
The understanding of archetypes enables the understanding of opportunities. The 
archetype usually does not dictate the certain deciSion, but it identifies those criteria to 
which a decision should correspond or it filters a better decision from all possible ones. In 
an organisational analysis an archetype chooses a paradigm in which there should be a 
decision, and organisational managers within the framework of this paradigm finds the 
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optimum decision for an organisation based on the available information (Musin, 1999). As 
a result, a number of interdisciplinary meanings of an archetype can be described for 
considering the term "an archetype" in the configurational context Firstly, as a model: a 
simplified version of something complex used in analysing and solving problems or making 
predictions. Secondly, as a prototype: the original form of something, which has the 
essential features and is the model for subsequent forms. Thirdly, as an epitome: a highly 
representative example of a type, class, or characteristic. Fourthly, as an original: existing 
first, from the beginning, or before other people or things. 
2.12.1 The Internal Attributes of Organisational Archetypes 
In recent years there has been growing interest in analysing the processes of 
organisational development drawing on the concepts of archetype theory as a general 
model for understanding organisational changes and strategy development (Kirkpatrick, 
Ackroyd, 2003). There appears to be a growing attraction to the uncovering of 
organisational archetypes and to their transformation (Johnson, 1987; Miller and Friesen, 
1980, 1984; Mintzberg, 1983; Greenwood et at, 1993; Addleson, 1996; Zanetti, 2002). An 
archetype in configurational research can be identified using a number of general 
representations: 
• organisational structures and management systems are best understood by analysing 
archetypes as overall patterns rather than by analysing narrowly drawn sets of 
organisational properties. The overall pattern of corporate entry and industry 
development is very indicative of the new opportunities. This process of open-ended 
continuous transformation supports the case for putting change at the centre of economic 
and organisational analysis. This is the "holistic" perspective asserted by Miller and 
Friesen (1984), Louca, Mendoca (2002). 
• archetypes 	are a function of the ideas, beliefs, and values - the components of an 
"interpretative scheme" (Ranson, Hinings and Greenwood, 1980) - that underpin and are 
embodied in organisational structures and systems. When change initiatives challenged 
- --
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the current configuration, the outcomes were negotiated and resulted in "adjustmental" 
change (Kitchener, Whipp, 1998). 
By criticising the methodology of the configurational approach of strategy 
development it is possible to identify the lack of the understanding of the interrelationships 
between the main concepts of the configurational approach - configurations and 
archetypes. A range of scholars consider configurations and archetypes as identical 
conceptual forms. Meyer (1993) refers to configurations as archetypes defining an 
archetype as structures and systems that best understood as overall patterns (similar to 
configurations). At the same time other scholars (Greenwood and Hinings, 1993; Ferguson 
and Ketchen, 1999) doubts this definition and consider an archetype as interpretative 
schemes of strategic actions and a function of ideas, beliefs, organisational values, 
stereotypes of behaviour and traditions. Having analysed contents of archetypes and 
configurations (Figure 2.9) a composite definition of organisational archetypes can be 
proposed. 
The Definition of Configuration: 	 The Definition of Archetype: 
• A configuration represents a • Organisational structures 
nwnber of specific and separate and management systems are 
attributes, which are meaningful The Interdisciplinary meaning of best understood by analysis of 
collectively rather than Configuration and Archetype archetypes as overall patterns of 
individually (Rosenberg 1968, organisational properties (Miller 
Miller 1978, Mintzberg, 1998) Configuration: and Friesen, 1984; Louca and 
• Configurations are finite in 	 Mendoca, 2002). 
• Archetypes are a function ofnwnber and present a lUlique, Shape, Outline, Formation, 
the ideas, beliefs, and values ­tightly integrated, and therefore Arrangement, Alignment, 
the components of anlong-lived set of dynamics 	 Structure 
"interpretative scheme" (Ranson, according to changes in 
Hinings, & Greenwood, 1980) ­interpretati ve schemes of 	 Archetype: 
that underpin and are embodied archetypes (Mintzberg 1983, 
Miller and Mintzberg 1983, Model, Prototype, Epitome, 	 in organisational structures and 
systems.Miller 1981, 1999) - Original 
• An archetype is thus a set of
• ConfiglD'ations are a means 
structures and systems that
of achieving parsimony while 
reflects a single interpretativepresenting rich, complex 
scheme (Pettigrew 198:5, Nadlerdescription of organisations 
and Tushman 1989; MacLean,(Hambrick 1983b, Miller and Macintosh, 1997)Friesen 1977, Mintzberg 1973, 

1978) 

Archetype is an overall pattern ofConfiguration is a set of dynamic and 
organisational actions for certain
specific organisational attributes (research ......f----------­
conditions that determine the way of thedimensions), which are meaningful integration of organisational attributes
collectively rather than individually, are (research dimensions)
arranged and fit together 
Figure 2.9 The interrelationships between configurations and archetypes 
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An organisational archetype is an overall pattern of organisational actions for certain 
conditions that determine the way of the integration of organisational attributes (reseach 
dimensions). Thus, the theoretical contents of archetypes are broader than the concept of 
configurations as archetypes include not only structures and systems but also interpretative 
schemes for organisational actions, organisational values, norms and beliefs that are 
embodied in these structures and systems. Thus, a configuration is a part of an 
organisational archetype and configurational processes depends on archetypal 
interpretative schemes. 
Having analysed contents of archetypes and configurations and their meanings in the 
other diSCiplines the composite definition of organisational archetypes can be proposed: an 
organisational archetype is an overall pattern of organisational actions for certain conditions 
that determine the way of the integration of organisational attributes (research dimensions) 
that creates a consistency and completeness of relations between them. An organisational 
archetype can be thought of as a model after which other things can be patterned, a 
prototype or a permanent underlying structure An archetype can be identified as the 
collective organisational unconscious. This collective unconscious can further defined as a 
pool of shared imprinting experiences that unconsciously pre-organise and influence the 
behaviour of the collective, in particular, and the organisation as a whole. To know the 
archetype is to have crucial information on what motivates organisations and their members 
to act and make decisions the way they do and what makes different research dimensions 
and variables cluster in a specific way - configurations. 
In turn, a configuration is a set of dynamic and specific organisational attributes 
(research dimensions), which are meaningful collectively rather than individually, are 
arranged and fit together. Configurations represent the integration of variables and 
attributes as a result of archetypal influences. The use of configurations in studies of 
organisations allows researchers to express complicated and interrelated relationships 
among many variables without resorting to artificial oversimplification of the phenomenon of 
interest. 
-
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Functions and Meaning of Archetypes 
The functions and characteristics of organisational archetypes according to 
interdisciplinary and configurational meanings can be presented as follows: 
• 	 archetypes are instinctive directions and the directed trend of development 
• 	 archetypes are a form-building element which forms structural influences on any kind 
of organisational activities 
• 	 archetypes can have different contents depending on the surrounding environment 
and specific features, therefore, their create their own context reflected in 
configurations 
• 	 archetypes represent idealised schemes of behaviour, which can be expected and it 
is possible to get advantage following archetypes 
• 	 archetypes imply repeatability and predictability 
• 	 archetypes are categorical and conceptual potentialities for organisational 
development 
• 	 archetypes are opportunities of ideas 
• 	 archetypes mean the certain internal or external typical situation or processes of 
organisational development and that are researched within the framework of the 
analysed dimensions (configurations) and changes over time 
• 	 archetypes do not dictate the certain decision, but they identify those criteria to which 
a decision should correspond or they filter a better decision from all possible ones 
• 	 archetypes choose a paradigm in which there should be a decision, and organisational 
managers within the framework of this paradigm finds the optimum decision for an 
organisation based on the available information 
It is more obvious now that the development of the system of organisational 
archetypes with an appropriate configuration is a necessary step toward understanding 
strategy development and organisational actions that should be made in order to change 
successfully. The system of organisational archetypes can give this understanding and give 
strategic recipes regarding strategiC organisational perspectives. The sociocognitive basis 
can be considered as one of possible ways of developing such a system (Dervitsiotis, 
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2003). The fundamental peculiarity of sociocognitive processes is a presence of certain 
patterns - invariable, scenarios, schemes, interrelations, qualities which are identified in 
different areas of an organisation at the different time. Such a repetition is often considered 
as a coincidence or in a better case as a set of undependable laws, but it is expedient to 
consider such patterns as a defined system. Two main principles of such a system of 
patterns can be formulated (1l'in, 2003): 
• 	 Everything that is capable of changing is not absolutely free in its manifestations 
and is always response to one of appropriate patterns the number of which is 
limited 
• 	 There is no situation that can be developed absolutely spontaneously because 
there are a limited number of schemes according to which all possible situations 
are developed. 
An organisational archetype is a good example of such schemes, which can be 
based on social and cognitive processes. They are capable of reflecting the fundamental 
characteristics of organisational processes in a concise way. They reflect the essence of 
organisational processes and help to understand their nature. Archetypes based on the 
sociocognitive basis can be considered as one of tools to understand the essences of an 
organisation and its environment. Every organisational archetype denotes certain internal 
and external typical organisational circumstances. An organisation (its members), which 
concentrate their attention on an organisational archetype address the organisational 
essence that is described by this archetype. 
2.12.2 Archetype and the Process of Organisational Transformations 
After having considered and identified differences between configurations and 
archetypes it is important to re-consider and establish their relationships with the concept of 
transformation and how changes occur in an organisation and what their character is. 
Researchers investigating transformations have increasingly distinguished between 
incremental change (Lindblom, 1959; Quinn, 1982; Taylor, 1999; Rubery et at, 2002) and 
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"frame-breaking" change (Nadler and Tushman, 1989; Halme, 2002) or "quantum" change 
(Hinings and Greenwood, 1988; van Iterson et at, 2001 ;Thomke, Kuemmerle, 2002; 
Robertson and Swan, 2004). 
Gersick's (1988) suggested a punctuated equilibrium model as a theoretical 
foundation for considering organisational transformation. Punctuated equilibrium theory is 
an agenda-based theory that offers a theoretical foundation for organisational shifts 
between archetypes for embodying interpretative schemes of actions into appropriate 
configurations. It emphasises that the static, incremental nature of agendas is occasionally 
interrupted by punctuations. These punctuations indicate shifts in priority among the 
agenda items (Feldman, 1998; Beugelsdijk et at, 2002; Jordan, 2003). The theory of 
punctuated equilibrium, can reconcile the process of incremental change with the radical 
change (Adner, 2002; Dosi, Levinthal, Marengo, 2003). 
Thus, it indicates that the most successful firms evolve through periods of 
incremental change, punctuated by discontinuous, organisation-wide transformations. 
While the most successful firms initiate these strategic reorientations prior to competition, 
mediocre firms initiate these changes only after performance crises, and failing firms are 
caught by inertia and never initiate reorientations (Tushman, Newman, Romanelli, 1986). 
The challenge for managers is to adapt the culture, the perception of reality and strategy of 
their organisations to its current environment, but to do so in a way that does not undermine 
its ability to adjust to radical changes in that environment. They must, in other words, create 
an ambidextrous organisation capable of simultaneously pursuing both incremental and 
discontinuous innovation (Tushman and O'Relly, 1996). In this sense, the configurational 
approach to strategy development with its concepts of archetype, configuration and 
transformation can give a systematic basis for creating this ambidextrous organisation as 
patterns of structural arrangements. 
The solution for creating this ambidextrous organisational strategy can be found by 
considering the essence of archetypes which are mainly considered as a stable phenomenon 
(with some possibilities being able to adapt to changing conditions, but not completely). 
There is a set of organisational archetypes available for organisations. An archetype takes 
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hold of an organisation and the organisation cannot easily change it because an organisation 
is subject to strong inertial archetypal influences crystallised in organisational social and 
cognitive processes. Therefore, in order to adapt to the changing circumstances of the 
business-environment the organisation needs to adapt another archetype that is more 
suitable for the changing circumstances and characterised by appropriate levels of 
organisational performance and competitiveness. This reflects an ability of an organisation to 
switch from one archetype to another. 
This notion of "switching" between archetypes reflects the notion of stability (the 
archetypes remain stable) and also reflects the notion of change (the old archetype gives 
place to a new one and in this wayan organisation adapts to the changed conditions). 
Therefore, when an organisational archetype ceases to reflect the organisational environment 
an organisation discards it and adopts a new one more appropriate. This process describes 
revolutionary changes or quntum leaps. 
At the same time, the switching of archetypes forces rearrangement of organisational 
attributes, process and structures (research dimensions and variables) according to 
interpretative schemes (influences) of a new archetype that is taking hold of the organisation 
as processes can not be changed so quickly and they possess inertia. As a result, this 
revolutionary "quantum" switching starts a processes of incremental changes within 
configuration in order to reconfigure or adapt evolutionary processes, structure and attributes 
to a new (revolutionary changed) archetype and environmental conditions. 
After an archetype takes hold of the organisation completely, an organisation is 
stabilised and its level of performance improves as the archetype reflects the current 
conditions. However, the business-environment is constantly changing and after a while an 
archetype stops corresponding with environmental conditions, but the organisation does not 
usually change an archetype till the moment when internal pressures for its switching 
becomes to strong and the process of revolutionary and evolutionary changes starts again. 
These two ways can form together two parts of organisational development ­
discontinuity (revolutionary changes) reflects switching between archetypes due to changes 
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in conditions of the organisational environment and continuity (evolutionary changes) 
reflects small incremental changes within configurations. Such incremental (step by step) 
changes accumulate a necessity and expediency for an organisation to switch from one 
organisational archetype to another reflecting discontinuity and a revolutionary character of . 
organisational changes. 
Despite its contemporary. relevance to theorising about transformation, the idea of 
archetypes is inadequately treated in the literature, possibly because theorists are often 
concerned only secondarily with defining and establishing the existence of archetypes. 
Much greater interest has been shown in the conditions under which configurational 
transformations occur. 
Accordingly, there is no adequate basis for uncovering and classifying archetypes. 
As a result, in order to get to grips analytically and empirically with strategic organisational 
reorientations, it is necessary to conceptualise the scale of changes during the process of 
configurational transformations. The concept of archetype gives a basis for doing this by 
defining what constitutes frame-breaking, strategic movement from one configuration to 
another (Greenwood et at, 1993). 
2.13 The Systematic Framework of the Configurational Approach to 
Strategy Development 
This section proposes a systematic framework of CA for ordering these concepts. 
This order is important as a basis for proposing and developing a system of organisational 
archetypes. The analysis of CA shows that the existing models of configurational research, 
which accumulate knowledge about strategy development, can be dissimilar if there are 
certain distinctions among these models in the form of knowledge presentation. These 
distinctions can be foreseeable enough with the help of a systematic framework of 
configurational research on the basis of many-facets evaluations . 
• 
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Thus, the form of any model of a configurational research is possible to be presented 
as a "morphological" conceptual complex. This presentation is possible with the help of a 
special set of characteristic "morphological dimensions" and their defined manifestations. 
Typical cognitive morphological dimensions can be illustrated with the help of the auxiliary 
model submitted by Krushanov (1997). He considers two important assumptions: 
• Knowledge 	 around us has a segment structure in its essence. In other words, 
knowledge is a set of ontological segments with different scales (Appendix 1 Figure 1) 
• The knowledge 	of any scientific discipline or approach being a part of knowledge 
around us (the segmented world) is formed also according to the similar segmental 
scheme (Appendix 1 Figure 2) 
The auxiliary model helps present the specificity of a "morphological" conceptual 
complex more evidently. The construction on Figure 2 Appendix 1 is a segment. Krushanov 
distinguishes the following components in the structure of a segment: 
1. 	 "The Basis of a segment" - a unit A 
2. 	 "Additions" of the basis - separate lines AB, AC, AD, AE and others, each of which 
connects the basis A with internal and boundary points of an oval 
3. 	 "The Collection of additions" - a set of additions as a whole 
4. 	 "Realisations" of the basis - separate points of an oval (B, C, D, E and any other 
internal points) 
5. 	 "The Field of realisations" or "domain" - an oval as a set of realisations. 
The peculiarity of the basis A is that it acts as the most significant, powerful and 
primary component of a segment. It is a determining factor for the segment and a basis 
according to which all the other parts of a segment is being built (similar to the concept of 
archetypes). The additions of the basis of a segment act as secondary extensions to the 
basis (similar to research dimensions), which allow to receive new combined objects that 
are named as a collection of additions (similar to a configuration). Every realisation (similar 
to analysed research variables) is an independent unit which is built according to a 
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combination of the basis of a segment (interpretative schemes) and additions to the basis 
of a segment (research dimensions). 
The use of the segment model of scientific knowledge for describing configurational 
research allows to establish and express in a systematic way a unity of configurational 
concepts, which are usually fixed in rather a vague image. There are the following 
conformities between segment model and concepts of the configurational approach: 
1. 	 The basis: the contents of concept, an archetype, an essence, laws, a function, a 
dividing concept - an archetype and its interpretation for every research dimension 
2. 	 Addition: a distinctive attribute, a condition, a restriction -research dimensions 
3. 	 Collection of Additions: a concept, a class, a set, a taxon, a type, an object - a 
configuration 
4. 	 Realisation: an event, a phenomenon, a manifestation, a condition, a consequence, an 
element, the fact, a value, a point -variables for every research dimension 
5. 	 Domain: a volume, a subject domain, a set of elements, an area of conditions, a set of 
consequences, a set of essence's manifestations, an area of values, an empirical basis 
of the theory, a set of events, an area of the phenomena, the phase portrait ­
organisational development (organisational actions) 
The specifications developed and additional differentiations define the elements of 
which familiar traditional concepts of configurational approach are formed (Figure 2.10): a 
configuration and transformation, an archetype, the interpretative schemes, and 
organisational performance. In other words, strategy development on the basis of the 
configurational approach is a set of different segments, which are defined according to time 
sequence and changes in the central research themes (the sociocognitive basis in this 
study). 
By identifying common configurations and transformations of strategy and structure 
and then exploring their internal complementarities (using the complex form of 
configurational research) it is possible to go beyond the approach of "one variable at a 
• 
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time". One can begin to identify central themes that orchestrate the alignment over time 
among the terms of the configurational research over time (Miller, 1996: 505). 
Organisational Actions 
..... 
Archetype 
Interpretative scheme 
Research Dimensions 
..............:::::::::::::::.... Analysed Variables 
for every Dimension 
Configuration 
f 
Transformation 
Central Theme thatarranges 
analysed variables into 
configuration 
Figure 2.10 Configurational concepts within the segmental model 
The segment systematic model is an effective and convenient tool to allow framing 
important traditional terms of the configurational research of strategy development 
consistently and methodically in order not to break the principles of conformity. Further, the 
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opportunity is created for a natural definition of conceptual forms of the configurational 
approach, which are distinctly expressed with the help of the segment model. 
The essence of the configurational approach to strategy development can be 
described as follows: the configurational constructive processes depends on archetypal 
interpretative schemes and changes between organisational archetypes (switching from 
one archetype to another), due to changes in organisational internal and external 
conditions. These force a set of organisational attributes (research dimensions and 
variables) arranged in a configuration; transform (re-configure) into another configuration 
according to archetypal influences that, in its turn, impels another level of organisational 
performance and competitiveness in the organisational external environment. 
The peculiarity of an organisational archetype is that it acts as the most significant, 
powerful and primary component in interrelationships between all configurational concepts. 
It is a determining factor and basis according to which all the other concepts 
(configurations, transformations and organisational performance) are being built. Therefore, 
the concept of organisational archetypes is a central and final pOint in this configurational 
research. 
2.14 	The Four-Dimensional Model of Organisational 
Archetypes 
The analysis shows a presence of strict interrelations among the configurational 
terms, such as: archetypes, configurations, transformations and organisational 
performance. As a result of suggestions in Chapter 1 and Chapter 2 there are aspects that 
should be investigated in the configurational research to strategy development at present: 
Firstly, organisational adaptations to the environment through creative people 
generating different ideas (social dimension) (Provost, 1998; Husted, 2001). 
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Secondly, formation of organisational knowledge, abilities and skills (cognitive 
dimension), which are required by changes in the environment (contextual dimension) 
(Andriopoulous, 2001; Orten bald, 2002). 
Thirdly, understanding the effectiveness of organisational performance (performance 
dimension) in relation to the above mentioned three dimensions. 
Thus, this research can make an attempt to use sociocognitive processes as a 
central orchestrating theme within the framework of the configurational research of strategy 
development. This theme identifies interrelations among the variables analysed within a 
configuration (Hinings, Greenwood, 1993). The choice of variables to be analysed within 
the framework of the configurational research is defined by the chosen dimensions of the 
research. Hence, the model of this research for forming configurations and their 
transformations uses the following analysed variables, which are expedient for the 
objectives and dimensions of this research: 
• 	 The level of personal internal creative environment of organisational members and 
an organisation as a whole (cognitive dimension) 
• 	 The stereotype of behaviour (social dimension) 
• 	 The stage of industry development (contextual dimension) 
• 	 The organisational competitiveness (organisational performance dimension) 
These variables represent the area of the realisation of organisational strategic 
actions, which are directed on the formation of configurations and their transformations 
according to requirements of the organisational environment. The research logic and the 
way for realising these organisational and strategic actions are defined by appropriate 
archetypes and their interpretative schemes. According to the configurational approach 
this research should be developed through three levels of classification in order to 
achieve better results (Meyer, Tsui, 1993; Hodson, 2002; Spina et at, 2002; Watson et 
at, 2003). This research suggests developing the classification at the following levels: 
• 
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• 	 Developing classification at the individual level. This research should incorporate 
the description of personality types of organisational members based on changes 
of the four dimensions and four variables defined. 
• 	 Developing at the group level. This research should provide description of groups 
of personality types in order to demonstrate group effectiveness and fit in the 
current configuration and according to the current archetypes with its interpretative 
schemes (strategic recipes). 
• 	 Developing at the organisational level. This research should identify the formation 
of ideal effective configurations based on Person-Configuration Fit (the individual 
level) and Group Effectiveness (the group level). 
These are anticipated to reveal when and how dominant themes arise; how 
elements of strategy, structure and process reinforce each other; and which forces 
endow configurations with coherence, stability or momentum. 
Having established interrelations between concepts of the configuration approach, 
it is necessary to identify a sequence for configurational research according to the 
systematic framework of configurational approach with the purpose of developing 
organisational archetypes as a basic and ultimate element of configurational research. 
The stages of the configurational model include: 
1. 	 Development of the sociocognitive basis of this research at individual, group and 
organisational levels 
2. 	 Definition of the analysed dimensions and variables and interrelations between 
research dimensions - fit between research dimensions 
3. 	 Definition of appropriate configurations as a set of the analysed variables 
interconnected in the certain way and the periods of transformations 
4. 	 Definition of organisational archetypes as a set of interpreting schemes of actions 
(strategic recipes), which define a way of interrelationships between analysed 
variables 
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Accordingly, the realisation of all these steps will allow formulating the four-
dimensional model of organisational archetypes that describes interrelationships 
between analysed research dimensions, research variables, organisational archetypes, 
configurations, transformations and organisational age, growth and decline and which is 
graphically proposed and described in Figure 2.11. This model depicts graphically the 
interrelationships between the identified research dimensions, between characteristics of 
growth, decline and age, and between configurational concepts of archetypes, 
configurations and transformation. 
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Figure 2.11 Four-Dimensional Model of Organisational Archetypes 
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Analysed Dimensions: 
o 

-----. 

Explanations to Figure 2.11 
Central theme: 
Cbanges in Sociocognitive Processes at 
individual, group and organisational 
Contextual Dimension 

Cognitive Dimension 

Social Dimension 

Organisational Performance Dimension 

Analysed Variables: 
Industry Development 
Personal Internal Creative Environment 
Stereotype of Behaviour 
Organisational Competitiveness 
Analysed Contextual Basis: 
Organisational Response to Growth 

Organisational Response to Decline 

Organisational Response to Age 

Analysed Configurational Concepts: 
Archetype 
The System of Archetypes over time 
Archetypal Interpretative Scheme for 

everv Dimension 

Configuration 

Interaction of analysed variables 

according to an appropriate archetype 

and its interpretative scheme 
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2.15 Conclusions 
The development of the system of archetypes yields exciting new interrelations of 
configurational terms and tools that specifically apply to assess organisations and their 
performance. These new interrelations and the systematic framework facilitate dealing with 
critical issues that cannot be dealt with adequately by other strategic approaches. 
Configurational research investigates whatever is important about how organisations 
transform toward particular patterns of organising (archetypes) and toward different levels 
of organisational performance over time. 
Several research questions are central to the system of organisational archetypes 
built on a sociocognitive basis: 
• 	 How does industry development influence organisational characteristics concerning 
strategy, configuration and organisational performance? 
• 	 What are implications for sociocognitive processes? 
• 	 Under what conditions social context influence organisational performance? 
• 	 How do organisations change configurationally in the face of constraints to 
transform? 
These issues are important for managers as well as scholars. In sum, there is no 
shortage of critical issues to study within the developed research model: 
• 	 Organisational performance dimension: How can an organisation balance the 
reward to change against the reward to staying in place? What kinds of incentives 
are appropriate for motivating reconfiguration? 
• 	 Social dimension: What kinds of groups operate most effectively under different 
conditions for transformation and for inertia? What kinds of social relationships 
between organisational members tend to enhance reconfiguration? 
• 	 Contextual dimension: How can organisations best expose themselves to 
information about opportunities for transfonmation and about constraints on 
reconfiguration? What kinds of routines and activities can be rattled by 
i :i 
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reconfiguration and survive effectively? Under what conditions can organisations 
re-configure variables of existing activities to create successful new activities? 
• 	 Cognitive dimension: How do organisational archetypes influence organisational 
ability to recognise, adopt and deploy new organisational configurations? 
These critical issues can only be answered by focusing multiple terms of the 
configurational approach simultaneously on the organisational phenomena. Moreover, any 
progress in understanding these issues using the system of organisational archetypes built 
on a sociocognitive basis will help to create new concepts by using other different bases. 
This study illustrates ways in which a configurational research can pursue important 
research issues that arise across and outside the bounds of configurational approach of 
strategy development. 
So far, the current state of the knowledge about configurational approach of strategy 
development has been criticised and partly developed. The gaps in configurational 
approach have been exposed and remain to be bridged by using pertinent research 
methods that will be discussed in the next chapter. 
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Chapter 3 Determining Pertinent Research Methods 
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3.1 Introduction 
The previous chapter clarified issues of the configurational approach by analysing the 
many-sided and sociocognitive nature of the strategy development process. As a result, a 
four-dimensional model of organisational archetypes was proposed. This model reflects 
sociocognitive processes, organisational performance and the business-environment and 
considers an organisational archetype as a basic element. 
This chapter aims to determine appropriate research methods and forms the 
methodological basis for developing the model of organisational archetypes. To manage 
effectively the diversity and interrelatedness of different research dimensions, strategic 
paradigms, their approaches and research methods the following research plan (Figure 3.1) 
is seen to be pertinent as a principle for designing the present research. 
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Theoretical Research 
~ 
Theoretical Research 
'--__--=Methods 
~ 
Theore	tical Research 
Results 
Research Objectives: 
analysing literature available 
determining pertinent research rnethods 
theoretical development the model vvith a four-
dimensional view or the system or archetypes 
testing the developed system or organisational 
archetypes f'ormed on the sociocognitive basis 
'V_ 
The Logical Structure of Configur,ltional 
Research (Chapter 2): 
Modelling Research Basis (the central research 
theme) 
Modelling Fit between Research Dimensions 
Modelling Equifinality (configurations and 
archetypes) 
.J. 
EDlpirical Research1- ~ 	 I 
Unity of 

Theory 
 El1lpirical Research 
MethodsJ-	 ~ 
~ 
1and 
Praci:ice ~ 
El1lpirical Research 
Results1- H 	 I 
J.. 
I The Four-Dimensional Model of Organisational Archei:ypes 
Figure 3.1 The research plan 
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3.2 Determining the Methodological Context of the Research 
The various classifications of research methods referred to in the configurational 
research literature do not necessarily categorise research methods in a systematic way 
using mutually exclusive categories and hierarchies and are not necessarily complete 
(Miller et at, 1988; Meyer and Tsui, 1993; Doty, 1993; Ortenblad, 2002, Fichman, 2003, 
Medlin, 2004). It is apparent that there is no unique classification scheme and various 
approaches to such a classification are possible. A readily available classification of 
research methods, as necessary for developing the four-dimensional model of 
organisational archetypes within the systematic framework of configurational approach to 
strategy development, may not exist and may need to be derived. 
Thus, the objective is the selection of research methods that can find their application 
within configurational approach. The development of such a classification of research 
methods is strongly related to the logical structure of configurational research (Doty and 
Glick, 1993). This structure includes three stages with different methodological context and 
research characteristics (Figure 3.2): 
1. Modelling the Research Basis (the central research theme): "Formulation". This 
stage is intended to lead to theoretical developments. There are at least three forms 
that theoretical developments may take. Firstly there is the popular view that a research 
is about discovery. This is when a totally new idea or explanation emerges, which may 
revolutionise thinking on that particular topic. A more common outcome from research 
is invention: where a new technique, method or idea is created. There is a third type of 
outcome reflection. This is where an existing theory, technique or group of ideas is re­
examined. 
2. Modelling Fit between Research Dimensions: "Application". This stage is intended 
to lead to the solution of specific problem within the framework of the chosen 
dimensions. To gain academic approval it is still important to try to explain what is 
happening, rather than simply describing things. One common form of application is the 
process and results of the integration of the research dimensions. 
B4J· 
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3. Modelling Equifinality (Configurations and Archetypes): "Action-Change". 
Research should lead to change. Therefore, change should be incorporated into the 
research process through changes of configurations and archetypes. Because of the 
collaborative features of configurational research, researchers are likely to learn a lot 
from the process itself, and their interest may be in what happens next rather than in 
any formal account of research findings. 
The overall structure should be observed. However, research methods can vary as 
different con'figurational research investigate different research dimensions and variables. 
Thus, methods' selection is based on theoretical or simply practical considerations. The 
present research methodology is applied for researching sociocognitive processes as a 
central research theme of this configurational research. 
r-------------------------------------~ 
The Research Object 
(The Model of Organisational Archetypes) 
Figure 3.2 Levels of business research methodology and logic of configurational 
Research 
Rumelt (1979) and Lengnick-Hall and Wolff (1999) offer four tests to identify effective 
configurational research applied for this study: 
• The goal consistency test requires a theory to specify primary goals in order to avoid 
inherently conflicting objectives: investigating how changes of sociocognitive processes 
at individual, group and organisational levels influence organisational development and 
the contents of strategy within configurational approach 
• The frame test requires research to distinguish important from unimportant factors that 
must be resolved: four research dimensions and relevant research variables are 
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determined for conducting this research (social, cognitive, contextual and organisational 
performance research dimensions). 
• The 	competence test requires a research to offer ways to use organisational skills, 
resources, and competencies to resolve critical issues: the model of organisational 
archetypes allows to identify current and prospective organisational conditions, to 
describe organisational internal and external environments, to suggest the basis for 
making strategic decisions based on four dimensions at a time 
• The workability test requires research to provide a reasonable expectation that desired 
results can be achieved if research is conducted appropriately: the test procedure is 
proposed for identifying how the model of archetypes based on researching 
sociocognitive processes is able to describe not only social and cognitive processes but 
also the business-environment and organisational performance in comparison with other 
strategy development methods 
3.3 Modelling the Sociocognitive Research Basis 
This section aims at proposing research methods for modelling the sociocognitive 
research basis according to modern requirements of the strategy process described in 
Chapter 2. The proposed scheme for modelling the research basis is presented on Figure 
3.3. 
Constructivist Perception of" this Basis 
Organisational Identity 
The Sociocognitive Reseu"ch Basis 
Figul'e 3.3 The scheme for modelling the research basis 
The sociocognitive basis of configurational research is the first step in effectively 
integrating and applying different strategic paradigms and approaches for different 
environmental organisational conditions according to the sociocognitive awareness and 
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cognitive preferences of organisational members. The sociocognitive basis is a powerful 
tool in establishing control and monitoring strategy development through sociocognitive 
preferences at the individual, group and organisational levels. 
Modelling the sociocognitive basis serves three important purposes: 
• 	 to understand the character of changes in sociocognitive processes according to changes 
in the individual perception of organisational reality and time, changes in characteristics 
of conflicts within the organisational collective, changes in reactions to crisis and 
transformational situations. This helps to establish how all these changes influence 
organisational development strategy formation. 
• 	 to form the foundation for modelling fit between research dimensions. This helps to 
understand how changes in dominating different types and groups of organisational 
members within an organisation are interrelated with changes in organisational 
performance and business-environment. 
• 	 To identify different strategic ideas for different conditions and characteristics of social 
and cognitive processes that help an organisation develop more effectively. 
The sociocognitive basis is merely a beginning point for a better understanding of 
organisations as complex systems comprised of a unique and dynamic collection of 
experiences, learning environments and attitudes influencing the organisational present 
and future perspective. 
3.3.1 The Constructivist Perception of the Sociocognitive Research Basis 
This section investigates the constructivist perception of this basis concerning the 
context of this research. The sociocognitive basis grounded in constructivist theory 
describes strategy development as a dynamic active prob!em~solving process in which 
existing organisational conditions are modified or re-constructed reflecting changes in 
sociocognitive processes at all levels. 
W· 	 '-,:­
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There are different interpretations of constructivism. However, their common 
denominator seems to be a belief that strategy development is influenced by organisational 
members' cognitive preferences, values and stereotypes of behaviour (Phillips, 1995). 
Configurational research that proceeds from a constructivist perspective should consider 
the centrality of the following tenets: 
• organisational members are an active constructors of the organisational reality and not 
passive participators 
• strategy 	 development is the interaction of past experience, personal intentions of 
organisational members and new experience 
• the 	 contemporary configurational research is characterised by an active search for 
changes in the sociocognitive context. Walker (2000), Jankowicz (2003), Stojnov (1999) 
discuss challenges presented by experiences reflecting different sociocognitive 
characteristics. Organisational members are likely to misconstrue others' actions, just as 
their own actions will be misconstrued, when they are confronted by social practices, 
stereotypes of behaviour, motives and preferences different from their own. Therefore, 
organisational members influence the process of strategy construction in different ways 
• 	as a result, the sociocognitive context (basis) is recognised as a crucial element in the 
strategy making process 
Constructivist thinking proposes guiding research principles (Weinstein and Rogers, 
1985; Stahl, 1992; Narode, 1989; Hartman, 1990) for modelling the sociocognitive basis: 
• 	strategy development is a sociocognitive, active process. This process is not the passive 
acceptance of the organisational reality by organisational members, but organisational 
members construct the organisational reality. 
• strategy development includes constructing the system of meanings that for constructing 
archetypes that helps to classify organisational phenomena 
• the 	 crucial aspect is to provide the understanding of the organisational members' 
cognitive preferences and perceptions of the organisational reality 
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• strategy development 	is contextual. It is impossible to isolate an organisation from its 
business-environment 
• organisational members' motivation 	is a key component in organisational development 
and the strategy process. 
These research principles appeal to modern views of strategy development reflecting 
organisational identity as an indicator of organisational success (Whetten and Godfrey, 
1998). 
3.3.2 Constructing the Research Basis through Organisational Identity Theory 
The constructivist perception of the sociocognitive basis raises questions important 
for conducting this research: how personal sociocognitive characteristics are linked with 
sociocognitive characteristics of the organisation; how the individual comes to inform and 
shape the organisational internal environment and how founders of the organisation and 
other organisational members influence strategy formation and organisational development. 
To answer these questions the concept of organisational identity can be applied. It 
investigates inter-influences of social and cognitive processes at individual, group, 
organisational and industrial levels. Predictions about the strategic course of actions taken 
may be less a matter of assessing the comparative incentives of each strategic courses 
than of understanding the identity of people or organisation making the choice and realising 
it (Whetten and Godfrey, 1998). The concept of identity has the advantage of being a 
concept and a construct that can be studied at any level of analysis because, in a certain 
sense, the question of identity is at the heart of the idea of level (Ashforth and Mael, 1996). 
Social identity theory as applied at the individual level explains that people construct 
themselves as having a set of essential characteristics defining their self-concepts and 
practices affirming the continuity of those self-concepts over time and place (Steele, 1988). 
Social identity theory also suggests that people tend to fixate on their distinctiveness, to 
emphaSise their distinctiveness vis-a-vis others (Tajfel and Turner, 1985). 
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Tajfel (1982) made similar points concerning groups, arguing that group identity is 
maintained primarily by inter-group comparisons. Groups seek positive differences between 
themselves and other groups as a way of enhancing their own self-esteem. Tajfel's work 
provides a strong basis for building bridges from individual to organisational 
conceptualisations of identity. Albert and Whetten (1985) concluded that the essential 
features of an organisation is what is perceived by members to be an enduring or 
continuing feature linking the present organisation with the past and presumable the future. 
The concept of identity at all levels is applied in this research by formulating the 
following constructivist aspects of constructing the sociocognitive basis: 
• 	Organisations, like individuals, decide who they are by employing classification schemes 
and then locating themselves within that scheme. Therefore, the organisational internal 
environment's peculiarities are formed based on differences in sociocognitive 
characteristics of organisational members. 
• 	Organisations can be viewed as subsuming a multiplicity of identities, each of which is 
appropriate for a given context of organisational internal and external conditions due to 
changes in dominating types and groups. Organisations can plausibly present a 
complicated, multifaceted identity each component of which is relevant to specific 
domains or constituents (Stacey, 1995; Whetten and Godfrey, 1998). 
• 	Organisational environment undergoes extraordinarily rapid change that requires rapid 
reconstruction of identity so that the organisation can maintain its flexibility (GiOia, et at, 
2000) that allows the organisation to survive. Although individual identity is not exactly 
immune to these contextual trends, individual identity is socially constructed with the 
balance shifted toward a centring stability; organisational identity is constructed with the 
balance shifted toward adaptive instability (the perfect description of configuration­
transformation relations). Therefore, although individual characteristics mainly are stable, 
but general sociocognitive characteristics of an organisation are changeable. 
ConSidering the issues of organisational identity Richard Steel (2005) has compiled a 
list of 'key research aspects' which he says have a significant effect on an organisation's 
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readiness and ability to transform its identity. The aspects that should be taken into account 
not only within constructing the sociocognitive basis but also within constructing 
configurations and organisational archetypes are as follows: 
• Stability - a system that has too much stability will be unable to change. It will need a 
certain amount of randomness. Therefore, this randomness is created through a variety 
of necessary conflicts or through the presence of active organisational members 
• Connectivity 	 - an organisation can overcome chaos if its members are better 
connected. Connectivity is created with the help of stereotypes of behaviour that reflect 
relations between organisational collective and an individual 
• Diversity - this refers to the diversity in the members themselves. Diversity is explained 
with the help of different groups and types of organisational members and their different 
sociocognitive characteristics 
• Level of contained anxiety - the readiness for change and creativity are inhibited if the 
level of contained anxiety within an organisation is too contained or low. Level of 
contained anxiety is generally characterised by the presence of active organisational 
members with high levels of personal creative environment 
• Power differentials - if there is too much control within the organisation, change is 
unlikely to occur: centralisation and decentralisation and their influences on activity of 
sociocognitive processes within an organisation 
Having identified the constructivist foundation and the concept of identity together 
with constructivist research principles and key aspects the next section considers the 
research procedure that should be observed for constructing the sociocognitive basis in 
this configurational research. 
3.3.3 Research Procedure for Constructing the Sociocognitive Basis 
Organisational identity is developed based on three different approaches - the 
functional approach, the interpretative approach and the postmodern approach that are 
considered as stages in constructing the sociocognitive basis: 
'i 
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1. Postmodern approach. This approach prefers diversity and fragmentation rather 
than integration, focus on differences rather than similarities or synthesis, and invoke 
complexity at the expense of simplicity (Rosenau, 1992). It questions the existence of 
rational and coherent identity (Baudrillard, 1983; Derrida, 1978). Postmodernism locates 
identity in trait personality. The postmodern thought easily accommodates the idea of an 
organisation consisting of multiple, often contradictory, identities. The implementation of 
this approach within the process of constructing the sociocognitive basis means that it is 
necessary to develop different groups and types of organisational members that have 
different sociocognitive charachteristics (behavioural stereotypes, cognitive prefrences, 
mental schemes and personal psychological traits). 
2. Interpretative approach. The main task of this approach is the description and 
insightful explanation of identity, with the intention of understanding the meaning system 
employed by organisational members (Gioia and Chittipeddi, 1991). The focus is on the 
ways how members develop conceptualisation and practices that employ identity as both a 
;::! 
facilitating and constraining concept in strategy development. After having classified 
organisational members into different types and groups the next step in modelling the 
sociogocgnitive basis is to identify and interprete diffrences in personal qualities and 
interpersonal relations between identified types and groups of organisational members, and 
to interpret strategiC aspects of these differences. 
3. Functional approach. Functionalism to the study of identity typically proceeds via 
the search for relationships and regularities in the representation of identity and the attempt 
to establish causal relationships among identity-related constructs and variables (Whetten 
and Godfrey, 1998). After having identified groups and types of organisational members 
and their different qualities and relations the next step is to identify functions and roles of 
these types and groups in organisational changes, in various conflict and transformational 
situations within an organisation and their influences on strategy development. The 
integration of the meanings of these approaches has a significant potential for 
understanding how and why organisational members think and act. 
I 
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3.4 Modelling Fit between the Research Dimensions 
This section aims at exploring research dimensions of this model of organisational 
archetypes and proposing research design that provides fit between research dimensions. 
The design is used to structure the research, to show how all of the major parts of this 
mUlti-dimensional modelling work together. Four main types of research designs can be 
identified in accordance with the purpose of the undertaking research (Sekaran, 2000; 
Easterby-Smith, 2002). 
Firstly, Exploratory Study is interested in exploring the situational factors so as to 
understand the characteristics of the phenomena of interest. Exploratory studies are 
undertaken to better comprehend the nature of the problem, since very few studies might 
have been conducted in that area. 
Secondly, Descriptive Study is undertaken when the characteristics or the phenomena 
to be tapped in a situation are known to exist, and one wants to be able to describe them 
more clearly by offering a profile of factors. 
Thirdly, Hypothesis Testing Study offers an enhanced understanding of the 
relationships that exists among variables. Hypothesis testing usually explains the nature of 
certain relationships, or establish the differences among groups or the independence of two 
or more factors in a situation. 
Fourthly, Case Study involves in-depth, contextual analyses of similar situations in 
other organisations, where the nature of the problem and the problem definition happen to be 
the same as the one experienced in the current situation. 
Therefore, in order to choose a relevant research design for modelling fit between 
research dimensions one should establish reasons and the purpose of this modelling. The 
reasons are follows: 
• To analyses four research dimensions (contextual. organisational performance. social and 
cognitive) of the model suggested in Chapter 2 
aD 
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• To obtain 	 information concerning characteristics of these research dimensions and to 
describe "what exists" in the analysed organisations with respect to the dimensions: 
./ Starting by identifying organisational positions in the business-environment for every 
analysed organisation (contextual and organisational performance dimensions) 
./	Continuing by identifying cognitive characteristics of organisational members in order 
to describe differences in cognitive conditions for organisations in different 
organisational positions in the business-environment 
./ Finishing by identifying social (behavioural) characteristics within organisations in 
order to describe differences in social conditions for organisations in different 
organisational positions and with different cognitive characteristics 
• As a result, this information concerning differences in research dimensions' characteristics 
for different organisations presents a "snapshot" of environmental and organisational 
conditions for a specific population of organisations (construction industry and Odessa 
Region, Ukraine) at a particular point of time 
• 	Finally, this "snapshot" of research characteristics according to Miller's article 
"Configurations revisited" (1996) gives an opportunity to identify configurations and 
archetypes by finding a pattern of differences in research dimensions among the analysed 
organisations 
Therefore, the purpose is to describe the characteristics of contextual, organisational 
performance, cognitive and social dimensions in the chosen organisations by creating a 
profile of these characteristics at one pOint of time in order to find patterns and connections 
between them. 
Comparing the purposes of main research designs and the purpose of this modelling fit 
between research dimensions one comes to a number of conclusions. This configurational 
research is not hypothesis testing as this modelling fit between research dimensions is not an 
attempt to prove or reject a particular hypothesis. It is not a case study analysis as case study 
analysis deals with problems similar to the one experienced by a particular organisation of a 
particular size and in a particular type of setting. However, this modelling is conducted in 
! 
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organisations with different size, number of organisational members, age, experience, 
different organisational positions. It is not exploratory as this modelling is not undertaken in 
order to explore the nature of the problem and to generate a possible explanation. This 
research can be described as descriptive. It is aimed at describing the research dimensions' 
characteristics and the emphasis is on estimation rather than testing and explaining per se. 
The purpose of this configurational research corresponds with the purpose of descriptive 
research design according to the characteristics presented in Table 3.1. 
Table 3.1 Configurational research and descriptive research design 
Characteristics of Descriptive Research 
Characteristics of this Configurational Research 
Design 
This configurational study is directed at collecting information about A descriptive research design is one in which your 
the research dimensions in a cross-sectional way in order to establish a primary goal is to assess a sample at one specific pOint 
"snapshot" of research characteristics (dimensions) in a speCific industry and in time and give a snapshot of conditions analysed 
area 
This configurational study is multi-dimensional and aimed at A descriptive research design is undertaken in 
researching and describing characteristics of four-dimensions (social, cognitive, order to ascertain and be able to describe the 
contextual and organisational performance) in different organisations in order to characteristics of variables and dimensions of interest 
identify connections 
A descriptive research design includes a 
The modelling fit is conducted in 51 organisations in Ukraine. 
foundation for case series (case reports) as a descriptive 
Therefore this configurational reseanch requires a possibility for conducting a 
study of a group of research objects in order to identify 
multiple case investigation in order to make a summary of differences in 
associations between them 
sociocognitive characteristics of organisations 
This configurational research considers an organisational member as A descriptive research design is often undertaken 
an important factor in organisational development and strategy formation. in organisations in order to learn about and describe the 
Therefore, it is important to learn more about their cognitive and social individual characteristics of employees 
characteristics 
This configurational study is aimed at classifying the analysed 
organisations into different organi sational positions in the business- A descriptive research design is also undertaken 
environment based on the similarity of their macro, micro industry: market to understand the characteristics of organisations that 
conditions (contextual and organisational performance dimensions). This is a follow certain common pattern of practices 
foundation for patterning social and cognitive characteristics arnong 
organisations with similar organisational position 
The modelling fit between research dimensions is conducted in order 
A descriptive research design is helpful in 
to create an opportunity for identifying configurations as a set of specific 
revealing patterns and connections 
characteristics and archetypes as a pattern for arranging these characteristics 
into configurations. 
As a result, a descriptive research design helps to: 
• Understand characteristics of research dimensions 
• Think systematically about patterns and connections between research dimensions using a 
profile of research dimensions' characteristics 
I; 
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• 	Offer ideas for modelling configurations as a set of specific characteristics of research 
dimensions and organisational archetypes as a pattern of arranging and re-arranging these 
characteristics into configurations 
Descriptive Research Design 

The components of this descriptive research design is presented as follows: 

• 	 Types of investigation: descriptive study (cognitive, contextual and organisational 
performance and social dimensions) in order to delineate the important dimensions and 
variables of this research that are associated with the research problem of developing fit 
between these dimensions 
• 	 Extent of researcher interferences with the study: minimal - studying events as they 
normally occur. Although there is some possible disruption to the normal flow of work in 
the organisations analysed as the researcher interviews employees and administers 
questionnaires at the workplace, the researcher's interference in the system is minimal 
• 	 Study setting: organisational research can be done in the natural environment where 
work proceeds normally - in noncontrived settings 
• 	 Unit of analysis: individuals, groups and organisations 
• 	 Time horizon: a study can be done in which data are gathered just once in order to 
answer a research question. Such study are called one-shot or cross-sectional study 
• 	 Sampling design: 51 organisations in Odessa Region, Ukraine (Table 3.2) are the basis 
for conducting this modelling fit between research dimensions, therefore, sampling can 
be presented as area purposive convenience sampling. This sampling involves collecting 
information from organisations within a specific area (Odessa Region, Ukraine) and a 
specific industry (construction & building) that are conveniently available to provide it. The 
reasons for choosing this area and industry are the following: 
• The opportunity to get an access to more organisations in this area owing to help 
from managers of these organisations and representatives of the Odessa State 
Administration 
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• The construction & building industry in this area represents a growing developing 
segment in which a variety of organisations can be found: state organisations that 
have problems with adapting to new conditions ("soviet inheritance"), state 
organisations that are successful in adapting, private organisations with different 
levels of performance, small, medium and large businesses 
Table 3.2 The list of the analysed organisations 
Number The Name of Organisations Area of Activities 
1 "Vidbudova" Construction 
1 '~Domus~Center" Construction 
3 ULiga" T..~ing 
4 "Transstrov" Construction 
5 "Znvod GBI-Z Odc"tr~" Trndi'!jL 
6 uPMK..14~' Construction 
7 "Drevopiast" Tradin I 
8 "Komfort" Trading 
9 "Malva. Luks" Construction 
10 "Soglasie" Trading 
11 "Speciitmash" Mechanical Ellgineering. 
12 I\Te~' Tr.~.rt 
13 "Ekostroyn Construction 
14 "ABI" Construction 
15 "Monolistroy" Constnu:tion 
16 "Novoe Vrem·n" Construction 
17 "Pol iK" Construction 
18 "rusk" Mechanical Engineering 
19 "Stroytek" Tradi~ 
20 "S(r~ehsnab" Trading 
21 "Lustdorr1 Construction 
2Z "Zan" Tradill£ 
23 "Olvia" Construction 
24 "Aska" Advertisement 
15 "PMK..4" Construction 
26 "FJagman-S" Construction 
27 "'Elitstroy" Construction 
28 "Diamant" Construction 
29 "Glavstroy" Construction 
30 "PiralOida" Ad\'ertisement 
31 "Malahit~u$" Construction 
31 "M~" Trodin~ 
33 "Ekspresbud" Construction 
34 "Intostr~' Construction 
35 "Odesstroy" Construction 
36 "Remt.-.nsstroyn Construction 
37 "Jugvoenstroy" Trading 
38 "Peregud'"' TradillJl 
39 "Chernom~drostr~ Construction 
40 "TO Budmaterialy" Construction 
41 "PrombudmateriaJy" TradillJl 
41 "Kottedzh-35~ Transl1"rt 
43 "Fortuna" Construction 
44 "Odesstranutroy" Construction 
45 hlnno~treidil~' Tnding 
46 "Mikrof!l~asn TradillJl 
47 "Kasl<ad" T...n~rt 
48 "ARAMAT" Tradin~ 
49 "1~Dlichiv!k naftotramJ" Tran'l'0rt 
50 "Strob~' Tl'lIding 
51 "JuzhremmontAZh" Meehani<.1 Engineering 
• Data-collection method: questionnaire, group interview and expert system 
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After having established the general research design for modelling fit between 
research dimensions one can move to considering and identifying research methods and 
designs for every analysed research dimension. 
3.5 Researching the Contextual and Organisational Performance 
Dimensions 
The purpose of this section is to identify a research method for investigating the 
business-environment and organisational performance research dimensions and identifying 
the organisational position in the business-environment with an appropriate level of 
organisational competitiveness. 
3.5.1 Choosing the Research Method 
The research methods corresponding to these research dimensions can be found in 
the literature on strategic management covering issues of the prescriptive strategic 
paradigm and its approaches: 
• designing approach (problems of identifying future desirable positions) Table 3.3 
Table 3.3 Methods of the Designing Approach 
Authors 	 Short Characteristics 
Andrews (1980) 	 The future desirable condition of an organisation is defined through 
correcting the present condition in accordance with tendencies in the 
organisational internal environment and business-environment 
Porter (1980, 1985) The future desirable condition is defined based on analysing competition 
in the business-environment 
Bennis and Namus (1985) The leader should have a vision of the organisational future desirable 
condition 
Prahalad and Hamel (1990) The future desirable condition is the condition where organisational 
distinctive capabilities ilJ'pear 
Rational incremetalism (Quinn, 1978) The future desirable condition is the condition in which organisational 
crisis is denied 
• pOSitioning approach (problems of identifying present positions) Table 3.4 
Table 3.4 Methods of POSitioning Approach 
Models Short Characteristics 
"Temps of the market's growth - market share" The organisational position is identified in relation to all 
(BeG) others organisations functioning in the market 
"Market's attractiveness - organisational The organisational position is identified based on the 
competitiveness" (GElMcKinsey, SheIlIDPM) 	 relative estimation of its strengthens in the market 
together with the relative estimation of the market's 
attractiveness 
"Stage of the market's evolution (product life cycle) 	 The organisational position is identified as a result of 
- organisational competitiveness" (Hofer-Schendel, 	 estimating its competitors and the stage of the market 
ADL) 	 development (or product life cycle) 
5 
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• programming approach (problems of strategic choice) Table 3.5 
Table 3.5 The methods of identifying the strategic line of the organisational 
behaviour 
Models Short Characteristics 
BeG and GElMcKensey Enumeration of strategies of investments 
Porter's model Enumeration of strategies of competition 
ShelllDPM and Hofer~Schendel Enumeration of strategies ofgrowth 
ADL Enumeration of strategies of 
diversification 
The modern conditions of the business~world (processes of globalisation and 
hypercompetition and changes occurring in the content of business~processes) doubt the 
achievements of the above~mentioned approaches. Mintzberg (1998) analysed these 
methods of in relation to the modern business conditions and formulated problems and 
criteria for methods investigating these dimensions: 
• strategic thinking 	 is a creative process, and strategic planning bases itself upon 
formalised methods and methods in which there is no place for intuition, experience and 
creativity. Thus, they should use these aspects of the descriptive strategic paradigm for 
estimating business condition and identifying organisational position in the business~ 
environment 
• they 	should reflect changes in conditions of managing business and developing an 
organisation (political, economical, technological and social) 
• they should consider the changed essence of an organisation reflecting in the dialectics 
of the form (an organisation) and the content (a business) in the business-environment 
• they 	 should consider the radically changed role of a person in the process of an 
organisational activity 
Having analysed above-mentioned methods and models of the prescriptive strategic 
paradigm Efremov in his work "Strategic Planning in Business-Systems" (2001) develops 
creatively considering these criteria the system "Expert" in order to: 
• estimate a variety of business-conditions 
$ 
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• identify the organisational position 	in the business-environment together with describing 
stage of industry development and level of organisational performance (its 
competitiveness) relevant for each position 
• identify strategic purposes and alternatives for every position 
The theoretical and methodological basics of the system "Expert" proposed by 
Efremov includes the following aspects: 
-to identify various organisational positions in the business-environment. An organisational 
position is an interrelationship of internal capabilities and external circumstances. Thus, 
strategic positioning is a method of understanding those circumstances in which an 
organisation exists in order to determine its competitiveness in the business-environment 
and an adequate course of action. The analysis of other models and investigating the 
behaviour of organisations allow to divide the business-environment into nine 
organisational positions (Figure 3.4) 
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Figure 3.4·Organisational positions in the Business-environment 
• to develop the procedure for estimating business conditions with the purpose of 
identifying the organisational position, its competitiveness and the strategic direction of 
its development based on knowledge, experience and intuition of strategists taking part 
in strategy development 
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The procedure (system "Expert") constructed by Efremov (2001) according to expert 
systems theory (Awad, 1985; Chandler et at, 1990; Chandler and Dungan, 1992) estimates 
business-conditions in order to identify the organisational position with a corresponding 
level of organisational competitiveness. It is based on formalised methods of strategic 
planning and reflects intuition, experience and knowledge of strategists. Business­
conditions do not lend itself easily to a quantitative estimation. At the same time they can 
be understood very well at the verbal level. Therefore, it is expedient for their formal 
analysis to use methods of approximate reasoning and fuzzy logic (Zadeh, 1975; Carlsson 
and Fuller, 1994). Negoita (1985) explores the effects of semantic systems on decision 
support systems. He asserts that the utilization of fuzzy set theory can help an expert 
system make more accurate and reliable decisions. 
Where strict quantitative analysis is not possible, expert (strategist) opinion may be 
needed. However, trying to construct the absolute opinion experts, as a rule, encounter a 
"dead-end". For them it would be difficult to express with figures how, for example, social 
conditions are good or bad. Their answers on such questions would include qualitative 
estimations of a comparative form: "very much", "much" and "not much" and so on. It is not 
amazing as psychologists established that people translate any stimuli into a verbal code 
due to the normal thinking process (Kosko, 1994, 1997). 
Observation, experience and research in the area of psychology allow the suggestion 
that the majority of opinions or beliefs of a person are approximate (Boeree, 2005). A 
person copes with a task of a quantitative expression of any measure with difficulties. It is 
difficult to say whether this level is 1 or 0.75. At the same time, a person has no problems 
with identifying a situation verbally and practically a person can differ "very good" political 
conditions" from "bad" without any problems. 
Therefore, verbal re-coding for a person is a method of processing materials into 
'clots of saturated information' (Yager, 1986). Using appropriate methods of processing the 
verbal code of experts (strategists) it is possible to get more precise quantitative 
characteristics of phenomena, events and conditions researched. Parameters of business 
conditions (Figure 3.5) for such an analysis can be defined as linguistic variables (Yager, 
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1984 a, b; Kacprzyk and Yager, 1990) with the following characteristics describing them: 
very favourable, favourable, rather favourable, rather unfavourable, unfavourable, very 
unfavourable. 
OrganisationaJ Business Conditions 
Market Business Industry Business Macro-Business 

Conditions Conditions Conditions 

Micro-Business 
Conditions 
Ma rket Poten tia I 
Market Structure 

and Segment 

Market's Life Cycle 

Elasticity of 

Demand 

Market's Key 

Success Factors 

Linguistic Variables 
Competition's 

Dynamics and 

Structure 

The ThreAt or 

Potential Competition 

The Status of 

Customers 

The Status of Suppliers 
The Tbrea t of 

Substitute Products 

Social Conditions Production System 
Financial and 
Political Conditions Economic System 
Management
Economic Conditions System 
Marketing System 
Technological 
Conditions 
Figure 3.5 The parametrical tree of business-conditions 
The transition to such measurements allows comparing parameters of industry and 
market business-conditions, macro and micro-conditions that are different from each other. 
Having achieved the comparability of estimations of business-conditions the organisational 
position in the business-environment can be represented as a position with appropriate co­
ordinates on axes describing conditions of market, industry, macro and micro-conditions. 
3.5.2 Research Design for the Contextual and Organisational Performance 
Dimensions 
The purpose of investigating contextual and organisational performance dimensions 
is to explore and establish organisational position of the organisations analysed together 
with stages of industry development and levels of organisational competitiveness. This 
allows the classification of the set of the organisations analysed into different groups 
(positions). Therefore, the components of this descriptive research design for these 
dimensions are presented as follows: 
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• 	 Types of investigation: descriptive study in order to describe and investigate 
contextual and organisational performance dimensions and establish how the 
organisations analysed correlate with different positions in the business-environment 
• 	 Extent of researcher interferences with the study: minimal - studying events as they 
normally occur. Although there is some possible disruption to the normal flow of work 
in the analysed organisations as the researcher interviews employees and 
administers questionnaires at the workplace, the researcher's interference in the 
system is minimal 
• 	 Study setting: organisational research can be done in the natural environment where 
work proceeds normally - in noncontrived settings 
• 	 Unit of analysis: organisations 
.• 	 Time horizon: a study can be done in which data are gathered just once in order to 
answer a research question - cross-sectional study 
• 	 Sampling design: 51 organisations in Odessa Region, Ukraine are the basis for 
investigating these two research dimensions. Sampling chosen for this multiple 
descriptive study is purposive judgement sampling that involves the choice of 
subjects who are in the best position to provide the information required. In this case, 
these are people who are responsible for making strategic decisions or who can 
provide the information concerning macro and micro conditions, industry and market 
conditions for an organisation 
• 	 Data-collection method: expert system 
3.5.3 The Research Procedure of the Method Chosen 
The System "Expert" (Efremov, 2001) with a set of questions and an automated 
system of calculating functions is used for analysing the business-environment and 
organisational performance on the basis of macro-conditions, micro-conditions, market and 
industry conditions. Directions and a character of organisational actions are dependent on 
organisational positions in the business-environment. Efremov integrates into the System 
"Expert" various models for strategiC positioning: BGG Model, GE/McKinsey Model, 
Shell/OPM Model, Hofer-Shendel Model, ADLILC Model and Michael Porter's Approach. 
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The procedure of the system "Expert" includes the following stages: 
• To choose an organisation from the list of the analysed organisations (Table 3.2) 
• To identify within the organisation a person or persons who can provide the necessary 
information and answer questions concerning macro and micro conditions, market and 
industry conditions in relation to the analysed organisation 
• To explain 	to the identified persons the essence of this investigation, procedure and 
purposes 
• To ask them 	to answer questions from the parametrical tree of business-conditions 
(Figure 3.6) that reflects the content and interrelationships of linguistic variables used in 
the process of estimating these conditions with possible answers "Yes", "No", and "Don't 
know": 
• Questions for auditing micro-conditions (Appendix 2: Part Hable 1), 
• Questions for auditing macro-conditions (Appendix 2: Part Hable 2), 
• Questions for auditing market conditions (Appendix 2: Part 1Table 3) 
• Questions for auditing industry conditions (Appendix 2: Part Hable 4) 
• 	After having received the answers it is necessary to use the automated systems of 
computing functions developed by Efremov for estimating business-conditions (linguistic 
variables) (Appendix 2: Part 2) and transferring verbal characteristics into quantitative 
values ("Yes" - 1, "No" - 0, and "Don't know" - 0.5) . The system of computing functions 
for each linguistic variable includes six possible functions (Oi) that correspond with 
appropriate characteristics of the variable: O(1) function describes very favourable 
condition with a quantitative value 1, 0(2) - favourable with value 2, 0(3) - rather 
favourable with value 3, D (4) - rather unfavourable with value 4, D(5) - unfavourable 
with value 5 and 0(6) - very unfavourable with value 6. The function D(i) after calculating 
answers (Xi, X2, X3, X4, X5 for industry and market conditions; Yi, Y2, Y3, Y4, Y5 for 
macro and micro conditions) of respondents describes the characteristic of a linguistic 
variable. From the six possible functions only the maximum function is chosen and the 
characteristics of the conditions analysed (Xmarket, Xindustry, Ymacro and Ymicro) are 
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formed based on characteristics of the linguistic variables that form these conditions. 
Therefore, the quantitative estimation of conditions varies from 1 to 6. 
• The characteristics of business-conditions with the appropriate quantitative value allows 
the identification of co-ordinates of the organisational position in the business-
environment. The system of co-ordinates in the business-environment is formed with 4 
semi-axes on which quantitative values of functions for "industry conditions" - Xmarket, 
"macro-conditions" - Ymacro, "market conditions" - Xindustry, "micro-conditions" 
Ymicro are described (Table 3.2). The co-ordinates of the organisational position is 
calculated in the following way. At first, using the formula (Table 3.6) and quantitative 
values of the analysed conditions the co-ordinates of the centre of a rectangular area for 
searching the organisational position are identified. 
Table 3.6 The co-ordinates of the centre of a rectangular area for searching the 
organisational position 
Yc Xc 
(Y microconditions + (Ymacroconditions - 9») (X market + (X industry - 9» 
__________.._w _________ 
_..._....._------­
2 2 
Then using the formula (Table 3.7) the co-ordinates of the organisational position are 
identified. 
Table 3.7 The co-ordinates of the organisational position 
Conditions IXcl ~IY<I IX'j:!:jY,! 
Xc>O Yap =:; Y microconditions Xop ~ X market 
Yc>O Xop" Yop"'XclYc YopwYc·Xop I Xc 
Xc>O Yop =Y mactO(:onditioDS ~ Sl Xop ~ X market 
Yc<O Xop ~ Yap·Xc/Yo 
X<>O Xop ~ X market 
Y<~O Yop=O 
X«O Xop = X industry-9 
Y<=o 
X<=O 
yc>O Yop -= Ymicrocondlti·ons 
XcaO Xop-o 
Yc<O Yop ~ Ymacrocondilion.· ~ 
X«O yOP = Y murotondillo.. • 9 Xop - X Industry. 'I 
Ye<O Xop ~ Yop'Xc I Yc Yop ~ Yc·Xop I Xc 
X«O Yop:t: Y mierfXonditioru Xop ~ X Ind_ry-1) 
Yc>O '.t.p '0 Yc'Xop I X< 
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As a final stage, these co-ordinates of the position are identified in the structure of the 
business-environment (nine positions) (Figure 3.4). The use of this research method allows 
the identification of the organisational position (contextual dimension) and level of 
organisational performance(performance dimension) that is appropriate for this position (the 
example of applying this research method is shown in Appendix 3 and results of analysing 
51 organisations are shown in Appendix 5). However, it helps the understanding of only two 
dimensions out of four within the four-dimensional model of organisational archetypes. 
Thus, next sections are directed at defining research methods for investigating social and 
cognitive dimensions. 
3.6 Researching the Cognitive Dimension 
The next step within the four-dimensional model of organisational archetypes is to 
investigate the cognitive dimension and to identify possible interrelationships with the 
business-environment and organisational performance dimensions. 
3.6.1 Choosing the Research Method 
The cognitive dimension corresponding with cognitive, learning and entrepreneurial 
approaches of the descriptive strategic paradigm is directed at identifying personality traits 
of organisational members in order to establish a possible link between personalities of 
organisational members and their creativity and organisational performance, position in the 
business-environment and behavioural patterns within the collective. Thus, the method has 
to measure personality of organisational members: 
• at the individual level: 	 personality traits of organisational members (personal internal 
environment, their activity, flexibility, creativity) 
• at the group level: dominating personality traits and cognitive' preferences in an 
organisation 
• at the organisational level: personalities of organisational members and dominating 
characteristics that form the organisational cognitive internal environment as a collection 
of personalities in the organisational collective 
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The majority of existing methods for investigating personality are created for 
measuring various projections of personality and forms of psychopathology or for 
estimating parameters of "usual" average personality and its structure (Table 3.8). 
Table 3 8 The characteristics of se ected psychologlca tests 
Psychological 	 Description
Test 
Minnesota The original MMPI was developed in the 1950's and was recognized as a breakthrough in objective 
Multiphasic psychological assessment. The MMPI and the revised MMPI·2 are by far the most widely used 
Personality questionnaires in psychological assessment. Their principle focus is on identifying personal problems. 
Inventory The MMPI does not identify a subject's strengths and abilities. There is significant debate in the 
(MMPI-2) psychological community and evidence that the MMPI and MMPI·2 is not valid across cultural, ethnic 
and language barriers. Many argue the questionnaire is valid for people who are English speaking 
people of European descent. The attitude of the person taking the MMPI or MMPI-2 and circumstance 
in which the questionnaires are given can have a significant impact on the results. 
Person 
Orientation The Personal Orientation Inventory (POI) is based on the concept of the actualizing person - a person 
Inventory who is more fully functioning and lives a more enriched life than does the average person. The 
(POI) 	 Inventory provides a comprehensive measurement of values and behavior. POI provides counselor and 
counselee with a measure of the clients level of positive mental health. The Inventory consists of ISO 
two-choice value and behavior items and is scored for two major scales plus 10 sub-scales. 
Millon 
Clinical The MCMI-II is used widely used in psychological assessments that seek to understand and diagnose 
Multiaxial enduring personality characteristics and to screen for other symptoms. There is significant debate in 
Inventory the psychological community as well as evidence that the MCMI·2 is not valid across cultural, ethnic 
(MCMI-II). 	 and language barriers. The questionnaire appears to be most valid for people who are English speaking 
and of European descent. The attitude of the person taking the MCMI or MCMI·2 and circumstance in 
which the questionnaires are given can have a significant impact on the validity of the results. 
The 16 There are several versions of the test which lend themselves to different clinical, personality and 
Personality organisational applications. The construction of the 16PF is based on factor analytic principles and 
Factor personality theory and was the first questionnaire that represented a scientific description of human 
Questionnai personality. The 16PF has been used widely used in psychological assessments that seek to understand 
re (l6PF) 	 the more normal aspects of personality and to clarify the expression of any clinical disorders. There is 
significant experience in the psychological community as well as evidence that the 16PF has some 
validity across cultural and ethnic. In fact the instrument appears to discern differences that exist is a 
good sign. The questionnaire appears to be most valid for people who are English speaking and of 
European descent. The attitude of the person taking the J6PF and circumstance in which the 
questionnaires are given can have a significant impact on the validity of the results. The instrument is 
sensitive and is able to detect whether a person is faking in such as way as to present their self as 
much better or much worse than the~truly are. 
The Myers­	The purpose of the Myers-Briggs Type Indicator® (MBTI) personality inventory is to make the theory 
Briggs 	 of psychological types described by C. O. lung understandable and useful in people's lives. The 
essence of the theory is that much seemingly random variation in the behaviour is actually quite 
orderly and consistent, being due to basic difference in the way individual prefer to use their 
perception and judgment. In developing the Myers-Briggs Type Indicator [instrument], the aim of 
Isabel Briggs Myers, and her mother, Katharine Briggs, was to make the insights oftype theory 
accessible to individuals and groups. They addressed the two related goals in the developments and 
application of the MBTI instrument: 
The identification of basic preferences of each of the four dichotomies specified or impliCit in 
lung's theory. 
The identification and description of the 16 distinctive personality types that result from the 
interactions among the preferences. 
Thematic 
Appercepti The TAT is used to understand motivational aspects of behaviour and is not very useful in making a 
on Test diagnosis. Stories are considered from the perspective of the unusual natures of the theme or plot of 
(TAT). each story. The TAT appears to be useful as tool in self-discovery or as a method to infer underlying 
or unconscious values or dispositions. Many professionals consider the TAT unscientific and 
impossible to validate. Others argue that the process taking and interpreting the TAT can facilitate 
}Jersonal assessment. 
Having considered the psychological tests presented in Table 3.8 the Test of 
Personal Internal Creative Environment (Makartsev, 2002) can be proposed for diagnosing 
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personal psychological traits and mental frameworks due to the following reasons 
(advantages in comparison with tests considered in Table 3.8): 
• the 	test reflects cultural, ethnic and language aspects of conducting this research in 
Ukrainian organisations as the questionnaire appears to be most valid for people who 
are Russian speaking and of ex-Soviet countries' descent (Lisovskaya, 1984). 
• the term "personal internal creative environment" 	in this test and in the theory of integral 
energy-structural consciousness of a person (Makartsev, 2002) is an integrative 
perception of personality and its creativity. It includes comprehensive understanding of 
the creative potential of a person, the realisation of all personal opportunities, the 
adequate perception of the personal environment, the aspiration to self-realisation. 
-the different levels of the personal internal creative environment can be a foundation for 
developing and characterising different types and groups of organisational members 
within the organisational collective as a part of modelling the sociocognitive basis of this 
configurational research. 
• the nature and characteristics of the test's scales allow their application for conducting 
consulting and training activities in organisations in order to improve organisational 
internal environment and make it relevant for organisational purposes and business­
environment. The result can be consulting programmes concentrating on key issues of 
organisational identity at the individual level after conducting the test (discipline, 
readiness to risk, confidence, etc.). 
Personality of organisational members is measured using scales (ten basic scales 
and one complimentary scale), which are (Makartsev, 2002; Istratova and Eksakusto, 
2005): 
• Perception of new ideas (PNI) 
• Persistence (P). 
• Optimism (0). 
• Tolerance to uncertainty (TU). 
• Readiness to risk (RR). 
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• Purposefulness (PS). 
• Concentration of attention (CA). 
• Ability to plan (AP). 
• Discipline (DE). 
• Confidence (CE). 
• Creativity (CR) characterises the expressiveness of personal creative orientation. 
Thus, all the above-mentioned 11 factors (scales) influence the level of personal 
internal creative environment and the integration of all these scales identifies the 
characteristics and level of personal internal creative environment. 
3.6.2 Psychometrical Check of the Test of Personal Internal Creative 
Environment 
The reliability of the test is identified using the Cronbach's alpha coefficient (0) for all 
considered scales of this test (Table 3.9): 
Table 3.9 Cronbach's alpha for 11 scales (Bodalev and Stalin, 1987, p. 68) 
According to the above-mentioned coefficients 10 scales of 11 scales are more than 
0.90. Such high coefficients are explained with the fact that the scales of the test diagnose 
deep attributes of personality, which do not change much over period of time. 
The validity of the test is checked according to a variety of criteria (reported by 
Burlachuk and Morozov, 1989: p. 28). First of all, the expert questioning was conducted for 
checking its contents' validity. 11 high-qualified psychologist who have an experience and 
knowledge in using different theoretical concepts and practical tools were chosen. Their 
task was to estimate the logic of every scale and questions, their opinion concerning 
interrelationships between different scales. As a whole this expertise gave a positive result. 
According to their comments the scale of correction (creativity) was introduced into the test. 
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The most important part was to estimate correlation of the personal internal creative 
environment with some important concepts which are well-known in over the world 
(Gozman, 1995): MMPI (Table 3.10) and 16-PF (Table 3.11). A number of scales of MMPI 
presented the significant negative correlation with TPICE. This applied to Depression (2), 
Psychosteny (7) and Social Introversion (0). Almost all scales are correlated with 
complimentary scales of MMPI Emotional stress (Es) and Confidence and high self-esteem 
(Cse). 
Table 3.10 The Correlation of Scales between TPICE and MMPI 
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In Table 3.10 and 3.11 * is a coefficient that exceed the critical value for a < 0.05 
** is a coefficient that exceed the critical value for a < 0.01 
Correlations with 16-PF are not so straightforward with comparison with correlations 
of MMPI as here it is possible to observe positive and negative dependences. Two factors 
of PF-16 - Sensitivity (1) (positive correlation) and Internal pressure (Q4) (negative 
correlation. 
Table 3.11 The Correlation of Scales between TPICE and 16-PF 
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The complex characters of correlations between TPICE and MMPI and 16-PF can be 
explained by examining the principles on which these tests were developed. Together with 
Cattel's test TPICE is related to "features" multi-aspect personality tests the main diagnostic 
category of which is an attribute, a quality, a feature of personality. In other case, MMPI is 
based on identifying different psychological types ("typological approach") that can be 
applied to TPICE as well (Melnikov and Yampolskiy, 1985: p.18-103). Thus, it can be seen 
that the test of personal internal creative environment tries to use all these approaches at 
different stages of the analysis. As a result of using TPICE there is an opportunity to identify 
important information concerning various psychological characteristics of a person and 
identify an appropriate level of personal internal creative environment that describes all 
these characteristics as a whole. During the psychometric check of various parameters of 
the test the degree of internal consistency between the test's scales was identified (Table 
3.12) (Burlachuk and Morozov, 1989: p. 38). 
Table 3.12lntercorrelations between the Test's Scales 
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The data in table 3.12 shows that as a whole the test is quite consistent in 
interrelationships between its scales. Thus, the structure of test is correlated with main 
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measures, personality's aspects and the theory of psychotherapy. Factor analysis identified 
the empirical structure of intercorrelations of the areas of the test that, to some extent, are 
close to 16-PF. 
As a whole, the results of the psychometrical check of this test suggest it is 
appropriate for application in scientific research. 
3.6.3 Research Design for the Cognitive Dimension 
The purpose of investigating the cognitive dimension is to explore and establish 
personal internal creative environment of members of the analysed organisations (their 
creativity, activity, and flexibility) and also to establish the level of internal creative 
environment within an organisation as an integration of levels of personal creative 
environments of organisational members. This allows the classification of organisational 
members in the organisations analysed into groups with different psychological 
characteristics. Therefore, the components of this descriptive research design are 
presented as follows: 
• Types of investigation: descriptive study in order to describe and investigate cognitive 
dimension and establish how the organisational members analysed are different 
according to different levels of personal internal creative environment and classify 
organisational members into groups according to differences in this level 
• Extent of researcher interferences with the study: minimal ­ studying events as they 
normally occur. Although there is some possible disruption to the normal flow of work 
in the analysed organisations as the researcher interviews employees and 
administers questionnaires at the workplace, the researcher's interference in the 
system is minimal 
• 	 Study setting: organisational research can be done in the natural environment where 
work proceeds normally - in noncontrived settings 
• 	 Unit of analysis: individuals 
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• 	 Time horizon: a study can be done in which data are gathered just once in order to 
answer a research question - cross-sectional study 
• 	 Sampling design: 51 organisations in Odessa Region, Ukraine are the basis for 
investigating this dimension. Sampling of elements is convenience sampling for 
selecting participants in every organisation because they are convenient and 
available. This nonprobability method is often used during research efforts to get a 
estimate of the results, without incurring the cost or time required to select a random 
sample. The procedure for selecting participants includes the distribution of potential 
respondents into two groups: managers and non-managers and then convientlly 
available members of the organisation within these two groups are choosen in a way 
reflecting the proportion between managers and non-managers in an organisation. 
Sample size for every analysed organisation is identified according to Krejcie and 
Morgan (1970) who provides a Sample Size for a Given Population Size that ensures 
a good decision model. 
• 	 Data-collection method: questionnaire 
3.6.4 The Research Procedure for the Method Chosen 
For investigating the personal creative environment of organisational members 
(sociocognitive characteristics) stratified random sampling using voluntary partiCipation is 
applied and the questionnaire, which consists of 55 questions (Appendix 4; as proposed by 
Makartsev, 2002) which reflects the 11 above-mentioned scales. 
Every member of every organisation analysed (stratified in two groups: managers and 
workers) is asked within a five-point scale (always, usually, sometimes, seldom, never) 
whether they agree with the questions. As these questions are close-ended and with a five 
point response category, they supply standardised answers which can be used for further 
analysis. The members of the organisations (respondents) are not asked to identify 
themselves. This should sufficiently take into account research ethical issues such as 
voluntary partiCipation, privacy and confidentiality. 
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The research procedure for this method includes the following stages: 
• 	 to choose an organisation from the list of the analysed organisations (Table 3.2) 
• 	 to identify the sample size for an analysed organisation (the number of respondents) 
• 	 to divide the chosen elements of sampling into two groups - managers and workers 
• 	 to explain to the respondents the nature of test and ethical issues 
• 	 to distribute questionnaires with 55 questions (Makartsev, 2002) and ask the 
respondents to answer questions carefully and without any hurry 
• 	 to collect questionnaires for further analysis 
• 	 replace numbers of questions in Table 3.13 with figures of answers (5 - always, 4 ­
usually, 3 - sometimes, 2 - seldom, 1 - never) 
Table 3.13 Primary results of self-estimation 
Question Characteristic Features 
+6 ResultNumbers (Scales) 

1 +12+23-34+45 Perception ofnew ideas 

2+13+24-35+46 Persistence 

3+14+25+36-47 Optimism 

4+15+26+37-48 Tolerance ofuncertainty 

5-16+27+38+49 Readiness to risk 

. 6-17+28+39+50 Purposefulness 

7+ 18-29+40+51 Concentration ofattention 

8+19+30-41+52 Ability to plan 

9-20+31+42+53 Discipline 

10-21+32+43+54 Confidence 

The Level of Personal 

Internal Creative 

Environment 

• 	 sum up and subtract figures in each line and write down the final result for each 
scale (quality) in the column "Result" 
• 	 sum up all the final figures (there are 10 columns so 10 figures) and write down the 
result of in the line" final result" 
• 	 then it is necessary to make some corrections concerning the result in order to 
make them more clear and applicable for describing real estimations of personal 
traits presented in Table 3.13 using the complimentary scale of creativity: the 
Numbers of questions (11-22-33-44+55) +18 = Factor of Correction. The factor of 
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correction (answers of statements No 11, 22, 33, 44, 55) shows if the respondent 
tried to project themselves too well. If the sum is 20 or more, It is necessary to 
correct all of 10 resulted figures to get more precisely estimation of the strong and 
weak characteristic features. Use the following figures (Table 3.14) to correct the 
sheet of calculation in Table 3.15 
Table 3.14 Correcting results 
Subtract values from each line ofIf the factor ofcorrection is 
"Characteristic Features" 
24-25 7 
22-23 5 
20-21 3 
19 and less 0 
Table 3.15 Revised results of the test 
Characteristics Primary Results Factor of Correction Revised Results 
(Scales) 
Perception ofnew ideas 

Persistence 

Optimism 

Tolerance ofuncertainty 

Readiness to risk 

Purposefulness 

Concentration ofattention 

Ability to plan 

Discipline 

Confidence 

Revised Results ~ 
• based on the result in Table 3.15 the average level of internal creative environment 
for the person can be identified according to the scale of perspective opportunities 
(Table 3.16) that describe seven different levels of personal internal creative 
environment and look at characteristics (scales) which make this level high or low. 
These different levels vary from the level of the highest personal internal creative 
environment (7) to the lowest level (1) 
-
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Table 3.16 Average levels of personal internal creative environment (the scale of 
perspective opportunities) 
The Limits of Average Levels of Internal 
Seven Levels of Personal Internal Creative Creative Environment 
Environment 
Low Limit High Limit 
1. The lowest level of internal creative environment 0.0 11.8 
2. Low level of internal creative environment 11.9 12.9 
3. Moderate level of internal creative environment 13.0 14.2 
4. Harmonious level of internal creative environment 14.3 15.5 
5. Sufficient level of internal creative environment 15.6 16.9 
6. High level of internal creative environment 17.0 19.9 
7. The highest level of internal creative environment 20.0 25.0 
The analysis of all respondents allows the determination of dominating levels of 
personal internal creative environment among organisational members within the 
organisation analysed and to form the sequence: from the level with the largest share of 
respondents (organisational members) to the levels with the least share. This sequence 
describes the characteristics of organisational internal creative environment (activity, 
flexibility, creativity) as an integration of levels of personal environments of organisational 
members. 
The results of conducting of investigating the cognitive research dimension using an 
organisation "Intostroy" as an example of analysing the respondents and their qualities are 
presented in Appendix 6. The results of investigating the cognitive research dimension in all 
analysed organisations from the list of organisations (Table 3.2) are presented in Appendix 
7 where average results among analysed respondents for every quality (scale) in every 
analysed organisation are presented . 
..•.~ 
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3.7 Researching the Social Dimension 
The third part of modelling fit between research dimensions is to conduct inquiry in 
interrelationships between organisational members within the organisational collective (the 
social dimension corresponding with cultural, political, and population ecology approaches 
of the descriptive strategic paradigm). The purpose is to identify the dominating imperatives 
of behaviour based on group interview method in every analysed organisation. This helps 
to formulate stereotypes of behaviour in the organisational collective that correspond with 
appropriate business-conditions, organisational performance and cognitive frameworks of 
organisational members. 
3.7.1 Choosing the Research Method 
Group interviewing today takes on many different forms as researchers modify 
procedures to suit their own needs. Its use in market research aims to gather consumer 
perceptions and opinions on product characteristics and advertising. Group interviews 
enable the producers, manufacturers and sellers to understand the thinking of consumers 
(Kreuger, 1988, p.20). 
Smith defined group intervieWing to be "... limited to those situations where the 
assembled group is small enough to permit genuine discussion among all its members" 
(Stewart and Shamdasani, 1990, p.10). Glesne and Peshkin (1992) suggest that 
interviewing more than one person at a time sometimes proves very useful; some people 
need company to be emboldened to talk, and some topics are better discussed by a small 
group of people who know each other. Denzin and Lincoln (1994, p.365) state that Merton 
et at. (1990) coined the term "group interviewing" in 1956 to apply to a situation in which the 
interviewer asks group members very specific questions about a topic after considerable 
research has already been completed. Kreuger defines a group interviewing as a "carefully 
planned discussion designed to obtain perceptions in a defined area of interest in a 
permissive, non-threatening environment" (1988, p.18) .. 
The key element here is the involvement of people where their disclosures are 
encouraged in a nurturing environment. It taps into human tendencies where attitudes and 
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perceptions are developed through interaction with other people. During a group 
discussion, individuals may shift due to the influence of other comments. Alternately, 
opinions may be held with certainty. Kreuger suggests that "the purpose is to obtain 
information of a qualitative nature from a predetermined and limited number of people" 
(1988, p.26). 
A group interview in this research program is used for identifying imperatives of 
behavior that are dominating in the collective of an analysed organisation that includes: 
• obtaining general background information about relationships within the collective of an 
analysed organisation; 
• stimulating new ideas and creative understanding of issues concerning organisational 
internal environment; 
• interpreting previously obtained results using estimation of the organisational position in 
the business-environment and personal internal environment of organisational 
members. 
According to Patton (1990; 1999), group interviews are essential in the evaluation 
process: as part of a needs assessment, during the research to gather perceptions on the 
outcome of that program. Most group interviews consist of between 6-12 people. Merton et 
a!. suggests that "the size of the group should manifestly be governed by two 
considerations. It should not be so large as to be unwieldy or to preclude adequate 
participation by most members nor should it be so small that it fails to provide substantially 
greater coverage than that of an interview with one individual" (1990, p.137). 
However, the number of participants will depend on the objectives of the research 
(Stewart and Shamdasani, 1990). For example, smaller groups (4-6 people) are preferable 
when the participants have a great deal to share about the topic or have had intense or 
lengthy experiences with the topic of discussion (Kreuger, 1988, p.94). 
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3.7.2 Research Design for the Social Dimension 
The purpose of investigating the social dimension is to explore and establish 
imperatives of behaviour within the organisational collective of the organisations analysed. 
This allows the determination of behavioural patterns and characteristics of the 
organisational internal environment. The components of this descriptive research design for 
this dimension are presented as follows: 
• 	 Types of investigation: descriptive study in order to get insights and ideas and to 
investigate social dimension and establish how relations within the organisational 
collective can be described by organisational members themselves in order to 
understand social practices and behavioural dominants in an organisation 
• 	 Extent of researcher interferences with the study: minimal - studying events as they 
normally occur. 
• 	 Study setting: organisational research can be done in the natural environment where 
work proceeds normally - in noncontrived settings 
• 	 Time horizon: a study can be done in which data are gathered just once in order to 
answer a research question - cross-sectional study 
• 	 Data-collection method: group interview method. This method is often used in 
exploratory stUdies. However, in the framework of this descriptive study the group 
interview method is useful as well. The application of this method allows to describe 
the characteristics of the social dimension in organisations analysed by engaging the 
participants with different sociocognitive characteristics (see criteria for sample 
selection) into a joint discussion about their organisational collective. As a result, they 
should come to the consensus by choosing 4 imperative describing relations within 
the organisation. In this way, the group interview method allows to create an example 
of organisational social process' formation. 
• 	 Unit of analysis: groups 
• 	 Number of groups: two groups. One group represents managerial staff and the other 
group represents non-managerial organisational members. This is proposed in order 
to create the atmosphere of confidence among workers, as it may be difficult for them 
to discuss relations in the organisational collective in the presence of managers. 
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• 	 Size: 10-12 participants in both groups. This range provides enough members in the 
group to ensure ongoing conservation and interaction, as well as provide an 
opportunity for each individual member of the group to express unique perceptions. 
Furthermore, this number is appropriate for the researcher to facilitate, encourage, 
and respond to each member of a group 
• 	 Time: around 1 hour and 15 minutes. The participants are informed about the allotted 
time needed in advance and those time limits are honoured. Mainly the group 
interview is conducted at the beginning of the work day. 
• 	 Setting: three factors are considered in order to provide the atmosphere and tone to 
facilitate members' comfort and willingness to discuss and disclose information: the 
size of the room, the condition of the room and location. 
• 	 Sampling plan: 51 organisations in Odessa Region, .Ukraine are the basis for 
investigating this dimension. Sampling of elements in this multiple exploratory study 
is purposive sampling. This sampling means a procedure by which researchers 
select subjects based on predetermined criteria about the extent to which the 
selected subjects could contribute to the research study. 
• 	 Types of samples: typical cases. The goal is to identify individuals who most 
represent different sociocognitive characteristics reflecting three sociocognitive 
groups proposed within this multi-dimensional configurational research. 
• 	 Criteria for sample selection: to select people both into the sample group of 
managers and into the group of non-managers who represent all the three 
sociocognitive groups of organisational members proposed within this research: 
entrepreneurs, harmonious members and sub-entrepreneur (Chapter 4: Table 4.2). In 
this way there is an opportunity to get insights about social relations and imperatives 
of behaviour dominating within an organisational collective from different positions in 
the organisation (managers and non-managers) and different sociocognitive 
perspective (entrepreneurs, harmonious and SUb-entrepreneurs). 
• 	 Recruiting participants: a contact person who represents the organisation analysed 
and is aware of other organisational members who meet the designated criteria about 
managers and non-managers and different sociocognitive characteristics. The table 
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4.2 (Chapter 4) is shown to the contact person for selecting appropriate organisation 
members. 
• 	 Preparing Participants: participants are informed of the general purpose and of the 
general topic. They are not told specifically what the research questions are lest they 
become too sensitised to the issue before the group interview. 
3.7.3 The Research Procedure for the Method Chosen 
Sorokin, a famous Russian SOCiologist, (1970, 1992) considered the phenomena of 
stereotypes and imperatives of behaviour as a part of any social group: there are always 
groups and not separate people. Any groups (a tribe, a family, a state, a church, and an 
organisation) represent a stabilised environment with the certain organisation, with the 
certain scheme of behaviour and with certain kind of interrelationships within this group. 
The process of any group development consists of consecutive phases. Each phase can be 
characterised by the domination of different stereotypes of behaviour. A stereotype of 
behaviour is a complex of behavioural imperatives of organisational members. Imperatives 
of behaviour can be identified at different stages of the development of an organisation. 
Some imperatives are appropriate for initial stages of organisational development, some 
imperatives describe the conditions of organisational maturity or uncertainty in 
organisational development. 
The research procedure for identifying the imperatives of behaviour that describe 
interrelationships within the analysed organisations includes the following stages: 
• to choose an organisation from the list of the analysed organisations (Table 3.2) 
• to form to groups: one with managers and another with workers, 10-12 persons in each 
group 
• to explain to them the essence of this group interview and clarify any ethical issues 
• to discuss with the groups the relations in the collective during 15 minutes. The agenda 
of this research' group interview concerning interpersonal characteristics and 
relationships within an organisational collective includes: 
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>-	 The importance and characteristics of effective interpersonal skills in the 
workplace 
>-	 Recognising the expectations your manager, peers and employees have of your 
interpersonal skills performance 
>-	 The power of trust and believability within an organisational collective 
>-	 The impact of relationships in the organisational collective on your willingness 
and ability to take risks and engage in high-level performance 
>-	 Recognising and appropriately responding to expressions of emotions at work 
>-	 Discussing listening liabilities' organisational members in an organisational 
collective 
>-	 Effectiveness of giving directions in an organisation 
• after having discussed these issues the groups' members are asked from the list of 20 
possible imperatives of behaviour (Table 3.17) (proposed by Sorokin (1970) for any 
group of people that develops over time and therefore changes imperatives of 
behaviour) to choose collectively 4 imperatives that according to them reflect relations 
within their organisational collective 
Table 3.17 The List of the Behavioural Imperatives 
The Behavioural Imperatives Appropriatefor Different 
Or~anisational Conditions 
1. 	 An Inspiration for the id••1of success and victory 
2. 	 competition race for power Is the most merciless: "The end justlfle. the means" and "Th_ fastest 
one r.achos tho target first·' 
3. 	 Oemarcatlon of actlvltl••, r ••ponslbUlti••, spher•• of influence 
4. 	 Do not be different from other peoph, 
6. 	 Egolstle people prevail 
6. Everybody aspires to show their Importance in the organisatIon 

7~ High discipline, It Is ne~.8s-~ry to work,hlltd to b. the gr.at 

8. 	 Only t.he present Is a reality: ".Just one day but mine" 
9. 	 Tho growth of ambition and Individualism 
10. 	 The organlsatlona. collective I.. suppress.d 
11. 	 The organisational collective Is united by organisational purposes and future success 
12. 	 Ther. Is an Ideal of bahavlourt.hat should be observed, conservatism, 
13. Ther. Is an I"din_rence, disbelief and Ignoranc.. In the organisatIonal collective 
14.. Ther. Is ordering of .verythlng 
1.6. 	 We are calm at work. oven-tempered peoplo domlnato In the coll.etlve 
16. 	 W. are tlr.d of constant changes and Improvements, .".rythlng Is great wtthouttheso ehang_s: 
'-Let me livelli 
17. 	 W. are tired otthe gr.at persons: heroes, be offl 
18. We want to b. calm at work without stress•• 

19.. W. want to be th. Or.atf 

20. 	 You must bo exactly alike for tho caus., for tho company1 
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• 	 after having identified imperatives of behaviour according to opinions of managers 
and workers there are from 4 to 8 imperatives (sometimes some of imperatives in a 
group of managers were similar to some imperatives in a group of workers, 
sometimes they are different) that describe relations in the organisational collective 
The results of the identification of imperatives of behaviour for every organisation 
analysed are presented in Appendix 8. 
3.8 Ethical Guidelines for Conducting the Research 
The decision to undertake research rests upon considered judgement of the 
researcher about how best to contribute to configurational research. Having made the 
decision to conduct research, the researcher considers alternative directions in which 
research energies and resources might be invested. On the basis of this consideration, the 
researcher carries out the investigation with respect and concern for the dignity and welfare 
of the people who participate and with cognisance of ethical principles governing the 
conduct of research with human partiCipants (American Psychological Association, 1989) 
The investigator always retains the responsibility for ensuring ethical practice in 
research. The investigator is also responsible for the ethical treatment of research 
partiCipants by assistants and collaborators, all of whom, however, incur similar obligations. 
Except in minimal-risk research, the investigator establishes a clear and fair 
agreement with research participants, prior to their participation, that clarifies the 
obligations and responsibilities of each. The investigator has the obligation to honour all 
promises and commitments included in that agreement. The investigator informs the 
participants of all aspects of the research that might reasonably be expected to influence 
willingness to participate and explains all other aspects of the research about which the 
participants inquire. Failure to make full disclosure prior to obtaining informed consent 
requires additional safeguards to protect the welfare and dignity of the research 
participants. 
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The investigator respects the individual's freedom to decline to participate in or to 
withdraw from the research at any time. The obligation to protect this freedom requires 
careful thought and consideration when the investigator is in a position of authority or 
influence over participant. 
After the data are collected, the investigator provides the participant with information 
about the nature of the study and attempts to remove any misconceptions that may have 
arisen. Where scientific or human values justify delaying or withholding this information, the 
investigator incurs a special responsibility to monitor research and to ensure that there are 
no damaging consequences for the participant. 
Information obtained about a research participant during the course of an 
investigation is confidential unless otherwise agreed upon in advance. When the possibility 
exists that others nay obtain access to such information, this possibility together with the 
plans protecting confidentiality is explained to the participant as part of the procedure for 
obtaining informed consent. 
3.9 Modelling Equifinality: Configurations and Archetypes 
The multidimensionality of constructs used to describe strategy phenomena has 
always posed a challenge for researchers. The relationships among various research 
dimensions interesting for strategic management researchers have often been presented 
as configurations and archetypes. The widespread acceptance and increasing use of 
configurations in both normative and descriptive strategy research suggests a need to 
explore issues relevant to their formation. 
After having modelled the sociocognitive basis and getting a "snapshot" of research 
dimensions' characteristics for the analysed organisations the next step is to develop 
configurations and archetypes as a basic element of the four-dimensional model of 
organisational archetypes. Modelling configurations and archetypes is a final stage of the 
logical structure of configurational research. This stage should reflect and apply a variety of 
methods used in the previous stages, such: the theory of identity at the organisational level 
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and system analysis. At the same time, this stage of the structure of the configurational 
research has specific methods: structural-functional method and system dynamics 
methods. 
Thus, the following section is directed at investigating both research methods and 
their application for constructing configurations and organisational archetypes. 
3.9.1 	 Structural and Functional Status of Sociocognitive Processes in an 

Organisation 

Structural and functional research method supposes dividing an organisation as a 
socio-technical cooperative complex system on various related parts, identifying and 
investigating relationships between them and determining their roles in the development of 
an organisation. The purpose of this method is to give a necessary foundation for 
stabilising, developing and regulating an organisation as a multi-dimensional complex using 
concepts of configuration and archetype. 
An organisation' as a socio-'technical complex system is characterised by an 
ensemble of organisational members and cultural systems (behavioural patterns, 
organisational tradition, ideology, etc.). Therefore, it is critical during modelling 
configurations and archetypes to insist upon the main function and the role of the human 
individual (an organisational member) in an organisation. An organisational member is the 
transformer of the space-time (configurational) distribution of energy (activity) (Optner, 
1969). Moreover, an organisational member is a source of that "free energy" (activity, 
flexibility, creativity) that generates destabilising and re-transforming of an organisation. 
Thus, an organisational member should be viewed as a multifunctional bio-social system 
with several purposes that he/she is growing aware of. Then, the functioning of an 
organisation as a sociocognitive system fully depends on the human activity. The 
motivation of the human behaviour is conditioned not only by the particular features of his/ 
her personality (psychological parameters and psychological trends) but also individual and 
group interests and behavioural patterns (staereotype of behaviour) in an organisation 
(Stahovski, 1999). 
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Obviously, the relation between these influencing components of functioning mainly 
account for the balanced condition of organisational development. Thus, the balanced 
condition (configuration) with its objective finality can be viewed as the goal of any dynamic 
system's functioning over a fixed period of time. This trend towards a balance is ensured by 
the differentiation of forms of control and power within an organisation at that moment. 
Changes of the surrounding environment can trigger the process of transforming this 
balanced configuration. The changes influence various interests of groups within an 
organisation or functions performed by an organisation for the business-environment. In 
this case an organisation will function under conflicting transforming conditions which may 
lead to re-transforming structural connections and to a new archetype taking hold of an 
organisation. The conflict transforming state is a normal phenomenon for an organisation 
functioning and it can lead to major achievements of an organisation and its collective. 
In order to overcome this transforming conflict situation it is necessary to consider the 
control systems that are applied for stabilising an organisational system. Two types of 
control can be identified for modelling configurational processes based on structural and 
functional. methods: outside control and inside control. Outside control is performed by the 
control over an organisation's functioning by managers or other people within an 
organisation responsible for controlling operation using various normative acts. The inside 
control is performed by the various non-formal constraints of the organisational collective: 
behavioural patterns, stereotype of behaviour, ethical norms, values, ideas, etc. The 
purpose of this control is to connect an organisational member's dynamics with the 
motivation of a member's behaviour. 
The organisational collective is characterised by a variety of personality types differed 
according to: 
• the set of behavioural models controlling the relationships 
• the models of perception. The form of perception varies from organisation to 
organisations and over different periods of organisational development 
• organisational members' feelings and emotions are mediated by certain models 
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• different styles of thinking (cognitive models) 
Therefore, an organisation is replete with different psycho-physical types of 
individuality that are influenced by personal psychological dominant. This subjective 
psychological embodiment of sociocognitive processes is connected with the specific role 
that these characteristics play in the motivation of an organisational member. Whenever 
organisational conditions threaten an organisational member these psychological 
characteristics cause swerving from the existing models and their meanings are 
reinterpreted. Therefore, sociocognitive processes have another function in an organisation 
- a destabilising function. Thus, it is possible to observe that organisational stabilising and 
destabilising (the aspiration to a configuration or a transformation) must be described 
through objectivity and subjectivity of sociocognitive processes. 
Consequently, sociocognitive processes can be defined as a combination of invariant 
functional relationships among the main structural components of an organisation. In other 
words, sociocognitive processes play an important part in forming configurations and 
transforming them. The variety of organisational configurations is a result of multiple crises 
transformations of destabilising and restoring the dynamic balance of an organisation and 
switching between archetypes owing to changes in the surrounding environment when 
archetype and consequently configuration cease to reflect these environmental 
circumstances. 
Destabilising is caused by the activity of organisational members having a given 
range of freedom. The destabilising activity is a response of the dynamic element of an 
organisation - its members - to the pressure exerted by different factors: economic, social 
and psychological factors (Stahovski, 1999). The response consists in the deviation from 
the existing archetype (fundamental structure of organisational processes). An organisation 
changes to a different state of configurational balance undergoing by adopting a new 
archetype while the process of transformation (revolutionary changes) occurs in order to re­
configure a set of organisational attributes, processes and structures (in terms of 
configurational study - research dimensions). 
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3.9.2 Systems Dynamics Research Method 
For understanding the transformational process as an adjusting dynamic 
phenomenon the systems dynamics method is proposed. Systems dynamics explain this 
switching between archetypes and the process of transformation and re-configuration of 
research dimenSions within configurations using the concept of feedback. 
The main points on organisational dynamics for modelling and identifying archetypes 
that should be observed are (Stacey, 1996): 
• 	 organisations are goal-seeking but amplifying feedback loops and nonlinearity 
mean that they are not self-regulating in the cybernetic sense. Instead, they are 
self-influencing and this may take a self-sustaining or a self destructive form 
• 	 systems dynamics takes a realist position on human knowing 
• 	 predictability of specific events and their timings is very difficult and this makes it 
important to recognise patterns 
• 	 behavioural patterns can emerge without being intended; in fact they often emerge 
contrary to intention. The result is unexpected and counterintuitive outcomes 
• 	 because the analysis is conducted in feedback terms there is still the notion of 
external point of references. The system still operates on the basis of 
representations of its environment (the importance of considering the business­
environment and organisational competitiveness) 
• 	 there is a clear boundary between system and environment 
• 	 instability comes from within the system as well as the environment 
• 	 the system has a tendency to stabilise and so deteriorate in the face of change 
• 	 effective organisations are self-regulating, an automatic mechanical feature flowing 
from the way the control system is structured 
• 	 the goal is still to achieve as much stability, consistency and harmony as is 
compatible with changing to adapt to the environment 
Once the strong possibility that complex systems will counteract correctives and 
produce unintended consequences is recognised, it becomes essential to analyse and 
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understand the feedback connection in the system. It becomes vital to understand the 
dynamics of the system. System dynamists (Senge, 1990) have built up a set of templates 
of feedback process, that are very commonly found organisations of all kinds. The purpose 
of this is not to make specific predictions of what will happen, but to recondition perceptions 
so that it is possible to know the dynamics patterns. The feedback templates are meant to 
be used in a flexible way to help understand patterns for constructing archetypes in events: 
• 	 limits to growth occur when a reinforcing positive feedback process is installed to 
produce a desired result (a positive growth loop) but it inadvertently creates 
secondary effects (a negative limiting loop) that put a stop to the growth the limit to 
growth structure is found wherever growth bumps up against limits. The most 
immediate response to this structure is to push harder on the factors that cause 
growth. In fact this is counterproductive because it causes the system to bump even 
more firmly against the limits. The solution is to work on the negative loop on relaxing 
the limits 
• 	 shifting the burden happens where underlying problem generates a number of 
symptoms. Because the underlying problem is difficult to identify, people focus on the 
symptoms. They look for quick easy fix. While this may temporarily relieve the 
symptoms, the underlying problem gets worse. People do notice at first how the 
underlying problems are getting worse and as they avoid dealing with these problems 
the system loses its ability to solve them. 
• 	 eroding goals is where a short-term solution is effected by allowing fundamental 
goals to decline. This happens when managers accept a decline in performance 
standards as a temporary measure to deal with a crisis. The message is to beware 
the symptomatic solution and seek to understand how the system is working 
• 	 growth and underinvestment occur when a new investments in capacity are not 
made early enough or on large enough scale to accommodate continuing growth. As 
growth approaches limits set by existing capacity, the attempts made to meet 
demand result in lower quality and service levels. The consequences is customer 
dissatisfaction and declining demand. 
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The usage of systems dynamics gives a tool (the concept of feedback) for 
investigating the transformational process: state of stability- state of conflict 
(transformation) - a new state of stability. Together with a solution for regulating 
transformational processes the system dynamics shows the methodological basis for 
investigating and developing an archetype based on sociocognitive processes. 
3.10 	 Testing the Four-dimensional Model of Organisational 
Archetypes 
The modelling organisational archetypes and configurations within this multi­
dimensional model will suggest the identification of interdependencies between the 
research dimensions. In other words, it is supposed that every configuration and archetype 
will be characterised by a specific sequence of dominating levels of personal internal 
environment among organisational members (types of members), specific stereotypes of 
behaviour and appropriate organisational position in the business-environment. 
Therefore, if the suggestions of the four-dimensional model of archetypes are 
supported by the results, then knowing a specific sequence of dominating types of 
organisational members with different levels of personal internal environment (from the type 
with the largest share of members to the type with the least share) one can identify 
organisational position in the business environment (contextual and organisational 
performance dimensions) and relations within the collective (social dimension). Thus, it will 
be possible only to investigate the cognitive dimension and identify the sequence of types 
of organisational members in order to identify all other dimensions analysed within the four­
dimensional model (for example, organisational position in the business-environment). 
As a result, it will be important to test this ability of the model of archetypes by using 
the research method for cognitive dimension in order to identify organisational position in 
the business-environment using the model of archetypes and its interdependencies 
between research dimensions. Then organisational position is identified based on the 
results of cognitive dimension is compared with organisational position identified using the 
System "Expert " (Efremov) (the research method for contextual and organisational 
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performance dimensions) that was originally developed for identifying this position in the 
business-environment. 
In this way, the internal interdependencies within the model of organisational 
archetypes developed based on the sociocognitive basis will be confirmed and the model 
can considered as a theoretical model and consulting tool for analysing not only social and 
cognitive processes (dimensions) but business-environment and organisational 
performance as well. The research procedure for testing the four-dimensional model 
presented in Figure 3.6. The research designs (methods, techniques, and sampling) are 
similar to research designs presented for cognitive dimension (Section 3.6) and for 
contextual and organisational performance dimensions (Section 3.5) and applied to a 
further four organisations in Odessa Region, Ukraine. 
The test of the model of organisational archetypes based on researching sociocognitive 
processes and their interdependencies with the business-environment and organisational 
performance (51 analysed organisations representing various industries) 
.. 

Choose other Four Organisations as objects for conducting empirical research with the 
purpose of testing the system of organisational archetypes 
~--------------~~~=---------------~ 
Apply the research method for cognitive Apply the System "Expert" (Efremov. 2001) for 
dimension (Makartsev. 2002)for identifYing the position of identifying the organisational position in the business~ 
an organisation in the business-environment based on environment based on analysing conditions of the 
characteristics of sociocognitive processes organisational business.. environment 
ldentification of the Number of Organisational The Analysis ofMacro..conditions 

Members in Every Type (Idifferent levels of personal 

internal creative environment) 

The Analysis ofMicro..conditions 
Identification of the Sequence of Types of 

Organi sational Members from the type with the largest 

number of members to the type with the smallest number 

The Analysis of Industry Conditions 
Predict and identity the position for an 

organisation in the business~environment based on The Analysis ofMerket Conditions 

interdependencies between research dimension 

..... ~po!lW;<;n6f~.;.~~Ji-;Pii~· 
analYSj'oft)w~~tb!l~n~~~~~ . . , • 
.. <{.. ._>,:i::,=<.:':.::::;: .... '. ,> 
Verify the identified organisational positions and identify tbe ability ofthe system of 
organisational archetypes to describe organisational position based on changes of sociocognitive processes 
,., 
Identify the appropriate configuration describing the interaction of sociocognitive processes, 
organisational performance and business-environment's conditions at the present time 
identifytlte appropriate organis1tional archetype' descri~ing the strategic'· 
...••. ·j.nteTpret~tiQn ~ftbe current organisational conditions .'. 
Figure 3.6 The test of the four-dimensional model of organisational archetypes 
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3.11 Conclusions 
Several conclusions can be drawn from the above~mentioned research methods used 
in this configurational research: 
>	Choosing research methodologies that are appropriate for configurational research 
presents several challenges. These challenges arise from two basic differences between 
configurational research and more traditional types of research. First, configurational 
research involves investigation of relationships among constructs in multiple domains. 
Secondly, configurational research does not necessarily assume unidirectional causal 
relationsh ips. 
>	Developing valid models of configurational research involves three steps (the logic 
structure of configurational theories) (Doty and Glick, 1993): modelling the sociocognitive 
basis of this research, modelling fit between research dimensions and modelling 
configurations and archetypes. 
>	Configurations are inherently multidimensional entities in which key attributes are tightly 
interrelated and mutually reinforcing (the fit between research dimensions). The 
researcher's primary task involves disentangling these complex relationships and 
isolating key constructs. This constructs can be grouped into three main classifications: 1) 
the organisational performance and business-environment dimensions, 2) the cognitive 
dimension and 3) the social dimension. Every classification applied different research 
methods directed at investigating the characteristics of these dimensions in the analysed 
organisations. 
>	The proper recognition and control for industry effects in configuration research has 
important implications for the interpretation of research findings. This is a particularly 
important consideration since many studies consist of samples of firms from a wide 
variety of industries in which no one industry typically accounts for more than a small 
percentage of the entire sample. There is a SUbstantial body of literature which contends 
that industry factors can severely affect statistical results and interpretations. The current 
research mainly concentrates on organisation in construction & building industry and 
includes organisations from other industries in order to observe their similarities in the 
characteristics analysed with construction organisations. 
141 
p 
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4.1 Introduction 
In the previous chapters a four~dimensional model of organisational archetypes was 
proposed (Chapter 2) and the research methodology for its development identified (Chapter 
3). The purpose of this chapter is describe all the interrelationships suggested in Figure 
2.11 (Chapter 2) and to develop this model of archetypes both theoretically and empirically. 
The process of modelling is conducted according to three stages of configurational 
research: suggesting the sociocognitive research basis, identifying interdependencies 
between the research dimensions (social, cognitive, contextual and organisational 
performance dimensions) and constructing configurations and archetypes. 
Developments within these stages are presented in a form of classifications reflecting 
three levels of analysis: 
• the individual level: the suggestion that different types of organisational members 
reflect different sociocognitive characteristics (interpretations of personal qualities, 
interpersonal relations and their influences on organisational processes) 
• the group level: the suggestion that different groups of organisational members 
reflect differences in the characteristics of types of members and their ways to support their 
distinctiveness through inter-group comparisons 
• the organisational level: the identification of interdependencies between the 
research dimensions, the construction of configurations and the uncovering of archetypes 
based on the interdependencies identified 
Three stages of modelling together with three levels of analysis provide an integration 
of the research dimensions into one coherent structure. Such an integration gives a better 
understanding of the multidimensional essence and complexity of organisational 
archetypes. 
As a result, the model of archetypes allows the formulation of strategic decisions 
based on four dimensions in comparison with other approaches to strategy development 
(BGG matrix, System "Expert", GE/McKinsey, Shell/DPM, Hofer-Shendel, ADL and Porter's 
Model) which use only two. 
2 
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4.2 Modelling the Sociocognitive Basis of this Research 
This section is directed at modelling the sociocognitive research basis. This basis 
describes an important role of social and cognitive processes and their influences on 
organisational purposes, strategy and development. These influences are realised through 
the domination of various personal qualities, schemes, preferences of organisational 
members and interpersonal relations within the organisational collective. Using 
constructivist guidelines and the concept of identity sociocognitive processes can be 
presented as a central theme of this research, which orchestrates and underpins changes 
of organisational processes, attributes and structures. 
4.2.1 The Individual level of Organisational Identity 
The modelling of the sociocognitive basis of this configurational research starts from 
the consideration of the individual level of sociocognitive processes within the organisation: 
the sociocognitive characteristics of organisational members and their influences on 
organisational processes. 
From the literature on the concept of organisational identity (Carrol and 
Swaminathan, 2000; Baron, 2002; Carroll, 1985, Podolny et at, 1996; Polos et at, 2002) the 
main factor of the organisational identity is an intensity of sociocognitive processes which is 
reflected in active organisational actions. The intensity of sociocognitive processes 
undergoes changes from a constant mobilisation directed at competing in the business­
environment with other organisations to almost a complete refusal from active actions that 
reflects low intensity of sociocognitive processes and low levels of organisational internal 
flexibility and creativity. 
At the individual level the intensity of manifestations of sociocognitive processes 
(from here this intenSity will be referred to as sociocognitive activity) as a feature of an 
individual is an ability to make purposeful efforts for achieving individual purposes and the 
purposes of the organisation. The formation of personal purposes of an individual is a 
complex phenomenon, but all people within this complex phenomenon have an elementary 
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component - an aspiration to self-preseNation (Chizhevskiy, 1995). The realisation of any 
task including self-preservation requires making actions, work and efforts. From the 
viewpoint of thermodynamics any individual is an open system existing in the contact with 
the surrounding environment. The work accomplished by such a system is equal to a 
decrease of its activity (Lavenda, 1999). Sociocognitive activity is the residue of the general 
activity after an individual realised his/her purposes dictated by self-preseNation. 
As a result, sociocognitive activity is an activity the level of which is higher than is 
necessary for achieving purposes within self-preseNation. The higher the difference 
between the level of sociocognitive activity and the level of activity necessary for self­
preseNation the more active an individual (organisational member as a carrier of these 
sociocognitive characteristics) is. Therefore, sociocognitive activity allows making efforts for 
achieving purposes that exceed the limits set by self-preseNation. Such purposes are 
frequently illusory and an ability to achieve them is an ability to make overefforts (Gumilev, 
2002). This fact suggests that in the organisational collective there are organisational 
members with .different levels of sociocognitive activity. These levels reflect differences in 
intensities of manifestations of sociocignitive characteristics of different organisational 
members and differences in their personal behavioural and psychological characteristics 
and personal purposes, aspirations and orientations. 
Differences in levels of sociocognitive activity among organisational members is a 
good foundation for developing classifications of organisational members. For achieving 
these purposes in classifying organisational members one can use the research method 
proposed for researching the cognitive dimension in this configurational research by 
Makartsev (2002) (Chapter 3, Section 3.6). This research method identifies seven levels of 
personal internal creative environment describing personal psychological cognitive 
differences that reflect differences in levels of intensity and ability of an individual to 
manifest and realise individual potential. In other words, these seven levels of personal 
creative environment can be a basis for developing seven types of organisational members 
(Table 4.1) where Makartsev's seven levels of personal environment are supplemented 
with seven life purposes of organisational members, interpretations of personal qualities, 
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interpretations of interpersonal relations and strategic aspects which are proposed within 
this research. 
Table 4.1 Sociocognitive types of organisational members (based on different 
levels of personal internal creative environment, Makartsev (2002») 
Levels of 

Personal 

Internal Creative 

Environment 

1. The lowest 
level of internal 
creative 
environment 
2. Low level of 
internal creative 
environment 
3. Moderate 
level of internal 
creative 
environment 
4. Harmonious 
level of internal 
creative 
environment 
5. Sufficient 
level of internal 
creative 
environment 
6. High level of 
internal creative 
environment 
7. The highest 
level of 
internal 
creative 
environment 
Types of 
Members 
(Life 
Purposes) 
Adaptation 
Aspiration 
to 
Prosperity 
without Risk 
Aspiration 
to 
Prosperity 
with Risk 
Aspiration 
to 
Knowledge 
Aspiration 
to Success 
Aspiration 
to Victory 
Self· 
sacrifice 
Interpretation of 

Personal Qualities 

Realist in judgments and 
actions, Skeptic, inclined to 
criticism, Reserved Disposition, 
Quick to take offence, 
Distrustful, has difficuities in 
Interpersonal contacts, having 
doubts, Suspicious, Rancorous 
Gentle, Susceptible, Trustful, 
needs to be generally 
recognised, Polite, waits for 
help and advice, cannot resist 
to other people's actions but 
Inwardly critlcal, lacking In self-
confidence, uneasy, suspicious 
Unpretentious, Shy, outwardly 
Restrained, able to Conform, 
listen to others' opinions, 
perform his/her duties 
obediently, inclined to conform 
to a stronger personality 
without taking a situation into 
account, Passive 
Inclined to cooperation, Pliable, 
the nature of a Compromise, 
consciously conform to rules, 
Initiative and enthusiastic an 
achieving purposes, aspire to 
help, likes to be in the centre of 
attention, Sociable 
Stubbom, Persistent in 
achieving purposes, Energetic, 
Spontaneous, Exacting) 
Straightforward, Outspoken, 
Strict, Uncompromising, 
Ironical, Short of Temper 
Confident, Independent, 
Inclined to rivalry, Comptacent, 
strong Self-Respect, the sense 
of Superiority, tendenc¥ to have 
a separate opinion and to have 
a special position in a group, 
calculating, Overbearing, 
Boastful 
Self-confident, Persistent, can 
be a good Organiser and 
Mentor, Dominant, Energetic, 
likes to give Advice, demands 
respect to oneself, can be 
Intolerant to CritiCism, 
sometimes overestimates 
hislher abilltle., Masterful man, 
Didactic style of statements, 
aspires to leadership, a strong 
personality, sometimes can be 
despotic 
Interpretation of Interpersonal Relations 
This type Is characterised by isolation and reserve, criticism 
of other opinions, suspiciousness, sensitiveness to critical 
statements, realism and non·conformity in judgments and 
actions, believe in the collective's animosity towards him/her. 
The systematic styie of thinking based on the certain 
experience, practicism. realism, Inclined to irony. The maIn 
mental characteristics is a process of adaptation in the 
collective despite/according to his/her psychological 
characteristics 
This type has a high anxiety, a tendency to a stronf 
dependence of its motivational direction on the character of 
relations with important people in the collective. The need to 
affection towards the collective. Efficiency and responsibility 
at work create a good reputation In the collective, however, 
inertness In making decisions and lack of self-confidence do 
not favour his/her career. Hypochondria, a suseeptility to a 
lack of attention, high level of seif-criticism, afraid of being 
unsuccessful so overscrupulous an trying to criticise every 
Idea threatening to stability. 
This type is appropriate for introvert, passive, conscious 

about morality and conaclence, subdued, lack of confidence, 

low self·esteem, the sense of responsibility with abilities to 

risk if under influence, accurate and efficient at work, 

avoiding wide contacts and social roles, vulnerable and 

sensitive, concentrating on own problems and disadvantages 

This type is characteri.ed by emotional Instability, high level 
of anxiety and low level of aggresSion, the dependence of 
self-esteem from opinil)ns of important people, aspiration to 
participating in group projects and cooperation. Exaltation, 
the need to find recognition in authoritative members of a 
group. An aspiration to find a common character with the 
others. Enthusiasm, a susceptibility to an emotional mood of 
a group. A variety of Interests. The style of thinking Is 
figurative and Integral. 
This type possesses such characteristics as rigidity of alms 
and directions, high spontaneity, persistence in achieving 
purposes, practiclsm with a lack of support from hislher 
experience, the sense of fairness and justice with a 
confidence in an own rightness, the sense of animosity in the 
case of criticism and reslstanc6, ingenuousness. 
straightforwardness 
Thus type is characterised by a dominance over the other 
types of organisational members which is connected with 
complacency, distance, egocentricity, competitiveness. The 
creative style of thinking. The opinions of other people Is 
subject to CritiCIsm, the personal opinion is a dogma. Actions 
are lack of conformity. High searching actMty is connected 
to the voice of reason. 
This type is characterised by optimism, fast reaction, full 
activity, motivation of achievements, easiness and quickness 
In making deCisions, extravert. Actions and statements can 
leave a thought behind. This Is a reaction according to the 
type nhere" and "now"', a strong tendency to a spontaneous 
self-reali$iltion, an active influence on the other people, 
aggressive position, an aspiration to load and to bend the 
other people to his/her will 
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Table 4.1 Sociocognitive types of organisational members (based ondifferent levels of 
personal internal creative environment, Makartsev (2002)) (CONTINUED) 
Levels of Interpretation of Strategic Aspects 
Personal 
Internal 
Creative 
Environment 
Purposeful 
Aspect 
Technological 
Aspect Resource Aspect 
Organisational 
Aspect 
1. The lowest 
level of 
internal 
creative 
Preservation in 
the present way 
No susceptibility to 
innovations 
Minimal. but 
sufficient quantity 
of resources 
Strict following to 
organisational 
culture 
(stereotype of 
environment behaviour) 
2. Low level of Active work as The Maximum of An Organisation 
internal Accumulation of means of material values as a basis for its 
creative material values increasing material which is achievable Members' 
environment values in the safe way Prosperity 
3. Moderate 
level of The Maximum of An organisation is Organisationalinternal Material Values material values at a place of theActivities with Risk 
creative any cost competition 
environment 
4. Harmonious A necessity of 
level of The Minimal but understandingThe Opportunity internal Creative activity sufficient quantity and positive to prove
creative of resources estimation of 
resultsenvironment 
5. Sufficient 
Value ofpeople islevel of Any activity with Attributes ofThe Success as defined byinternal prospects of success (the award, the Purpose attributes of
creative success a rank, a position) success 
environment 
Any activity6. High level of Satisfaction from connected with An organisation is internal struggle and Sensation of theovercoming of an object of
creative overcoming of victoryexternal and powerdifficultiesenvironment internal difficulties 
7. The highest 
Sacrifice forlevel of Active work for the The maximum value An organisation isachieving the internal success of an is to useful for an an object of puposes ofan
creative organisation organisation serviceorganisation
environment 
4.2.2 Organisational Members as a Source of Organisational Inertia 
After having identified sociocognitive activity as a level of intensity of sociocognitive 
processes the question arises of how these differences in sociocognitive activity influences 
the formation of individual purposes and, consequently, organisational ones. The 
explanation can be given by using the concept of primary urges proposed by Freud. These 
primary urges in the organisational context represent influences of all forces (Figure 4.1) on 
an organisational member within an organisation. 
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Figure 4.1 Contextual influence on the behaviour of an organisational member 
There are two primary urges - a primary urge for life and primary urge for death. 
Primary urges for life are related to an individual's internal perception. They break one's 
peace of mind and continuously bring stresses and worries overcoming which is perceived 
as pleasure (Freud, 1990). At the same time primary urges for death accomplish their work 
imperceptibly. 
These urges observe irritations from the outside (for example, the organisational 
collective or the business-environment) and irritations from the inside of an individual which 
cause dissatisfactions of an individual and consequently give an impulse for overcoming 
these irritations. For overcoming them it is necessary to intensify manifestations of personal 
sociocognitive characteristics (sociocognitive activity) in order to form personal purposes 
and make efforts. In the organisational context, these irritations from the inside of an 
organisation or from the outside (the business-environment) can be overcome by 
developing organisational purposes. 
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These purposes are delegated to every organisational member in a form of personal 
purposes in order to stimulate them to intensify their actions and use their sociocognitive 
activity (creativity, flexibility and other capabilities) for reacting. As a result, an organisation 
is dependent on organisational members' ability to make purposeful efforts, to spend their 
sociocognitive activity and to use this activity for achieving organisational purposes. This is 
a description of two processes within an individual's state of mind: the process of absorbing 
sociocognitive activity from irritations from the inside and outside and the process of 
dispersing it for achieving personal tasks and organisational purposes. 
One can come to the following conclusion. The dominating tendency of 
organisational members' behaviour is an aspiration to decrease internal and external. 
irritations and support a constant level of sociocognitive activity. In other words, inertia, 
stability and adaptation are dominating behavioural characteristics of organisational 
members and organisational collectives and they are incorporated in the individual level of 
organisational identity. Accordingly, organisational members with their purposes to expend 
sociocognitive activity and overcome any irritations destabilising their existence are sources 
of organisational inertia. The less the irritations from the business-environment the less 
there are needs for organisational members with high levels of sociocognitive activity. 
Thus, an individual and an organisational collective form a line of behaviour (a chain 
of actions or organisational strategy) requiring such efforts that allow spending and using 
personal and organisational sociocognitive activity in the present conditions of the external 
environment. An organisation can be considered as a dissipative inertial structure that 
develops, adapts and changes due to using organisational members' activity for 
overcoming influences from the business-environment and its organisational collective. 
Accordingly, all actions of an organisational member and an organisation as a result have a 
single general purpose (imperceptible frequently) - self-preservation and adaptation with 
the balanced existence with the surrounding external environment. 
In this case, how can purposes of success, risk, desire of victory and similar to them 
be explained? The existence of these purposes is explained by the effect of sociocognitive 
activity: if the level of sociocognitive activity of an individual or an organisation is high the 
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purpose of spending it by using the line of behaviour of "quiet philistine" (adaptation, without 
risk, preservation in the present way) can be perceived primitive and uninteresting. It 
induces active organisational members and an organisation as a whole to search for 
complex and competitive actions ("illusory purposes"). The purposes of organisational 
members and organisations with high levels of sociocognitive activity are always perceived 
as contradictory to self-preservation. However these purposes are a consequence of self­
preservation as these "illusory" purposes are formulated in order to overcome irritations and 
various influences for achieving self-preservation in a sense of organisational stability. 
4.2.3 The Group Identity of Organisational Members 
The previous section suggests that the processes of organisational changes, purpose 
formation and strategy development are characterised by a presence of a specific feature ­
sociocognitive activity: an internal aspiration of a small number of people to the extremely 
purposeful activity for overcoming irritations and influences that are related with changes in 
the business-environment. The people possessing this feature (attribute, quality) make 
acts, which break the inertia of organisational processes and give a push to organisational 
changes. As a matter of fact, all organisational members possess sociocognitive activity but 
in different quantities. 
The level of sociocognitive activity is sometimes so high that people who possess 
this attribute - entrepreneurs - often cannot calculate the consequences of their actions 
and even when expecting failure they continue to transform their environment according to 
their targets, views and aspirations. Entrepreneurs break the habitual conditions of 
organisational existence even only with a fact of their existence, because they cannot live 
according to daily routines and they need interesting purposeful actions. 
These entrepreneurs can influence other organisational members and transfer them 
this activity and enthusiasm which are not inherent in the influenced people (organisational 
members with average levels of sociocognitive activity). It means that people with low level 
of sociocognitive activity in these conditions start to behave so if they are entrepreneurs. 
Entrepreneurs can always be found in the structure of a dynamic organisation. A distinctive 
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attribute of entrepreneurs is that in order to achieve their purpose they are ready to risk 
their own future and future of other organisational members. 
The second part of an organisational collective is harmonious people. Their 
sociocognitive activity is so small that it is counterbalanced by conscious aspirations to 
stability and prosperity, and it creates the harmony. Harmonious people form the 
overwhelming majority of organisational members. They are intellectually high-grade, 
efficient, sociable but not overactive. 
People of this group are an extremely important element in an organisation. They 
reproduce organisational actions according to already created routines and samples and 
moderate the changes in levels of sociocognitive activity. They can do their work and 
without entrepreneurs during stability and until serious changes in the business-conditions. 
Thus, harmonious people playa very important role of the stabilising factor supporting the 
existing organisational culture and organisational processes. Harmonious people can 
sometimes show a significant activity under the influences of entrepreneurs but not due to 
their own initiative. 
Sociocognitive activity of the organisational members of the third group (sub­
entrepreneurs) has characteristics different to harmonious people and in essence are the 
opposite of sociocognitive activity. These organisational members do not change their 
environment; they exist at the expense of this environment. By virtue of their specific 
activity they often play the important role in the destinies of organisations, but if 
entrepreneurs can exist without them they cannot without entrepreneurs, as they do not 
posses a high level of sociocognitive activity. They can only make their way up owing to 
harmonious people. Their activity appears due to external factors, which cause impulsive 
reactions. 
The interrelationships of these groups and organisational types based on levels of 
sociocognitive activity (the intensity of manifestations of sociocognitive characteristics) are 
shown in Table 4.2. 
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Table 4.2 Sociocognitive types and groups of organisational members 
Groups ofTypes of Organisational Organisational DescriptionMembers 
1. Adaptation 
2, Aspiration to 
Prosperity without Risk 
3. Aspiration to 
Prosperity with Risk 
4, Aspiration to 
Knowledge 
5. Aspiration to Success 
6. Aspiration to Victory 
7, Self-sacrifice 
Members 
~ 
:::J These people can be distributed into the calegory of critics. They are sober-minded 
CI) and reasonable people who are not inclined to risk and adventures. Their streng 
I C skepticism and crilicism are a reliable guarantee of any project for they can notice
.0 disadvantages, shortcomings and weaknesses before their transformation intoe:::J financial loses. However, over-criticism and over-caution can slow down theQ.en development of a real interesting new and efficient ideas. Therefore, for them it is 
important to find the limit of their criticism and adapt it for the purposes and favoursf
... of an organisation and its collective . 
c: 
CI) 
tn 
:::J 
0 ~ These people can be Characterised as people who realising various ideas. Such Q) people lose to the generators of ideas (entrepreneurs) in the strategy of the creativeC 
.0 thinking, but beat them (entrepreneurs) in tactics. Their strong characteristics are0 E business tenacity, an attention to details, an ability to solve complex tasks consistently. step by step. The participation of such people in fulfilling any project isE Q)
t- absolutely necessary in order to achieve real results. 
cu :E 
::x::: 
til These people can be called generators of ideas. They have a rich creative potential,t­
are thinking originally and initiative. In unexpected combination of usual elements:::J they are capable of seeing new opportunities for efficient creative solutions. SuchQ) 
people are irreplaceable in any business SOCiety, group, collective or organisationC 
as their initiatives can be found at the beginning of every undertaking. However,f sometimes the risl< "to be drown" in the current of their own ideas: they are able of 
Q. propose so many ideas and hypotheses that they cannot realise all of them. 
Frequently, they become so interested in one project that they lose criticism and ~ make blunders. They are not strong in fulfilling their ideas: they are not keen about
.... laborious task over details. This fact induces them to abandon the current projectC 
and enthusiastically start something else.W 
Thus, on the basis of the three groups only differing levels of sociocognitive activity 
can be found. It is especially important not to mix the above-mentioned groups of 
organisational members with departments, divisions and levels of hierarchy as one can 
found representatives of each group in structures of any division, department and level of 
management. Without a combination of all these groups there are always difficulties for 
organisational development. 
4.2.4 Group Differences of Behavioural Characteristics in Crisis and 

Transformational Situations 

The processes of the modern business world (such as modernisation, globalisation, 
hypercompetition, etc,) create problem situations for organisational functions and 
development. They determine the degree of dynamism, variety and novelty of conditions of 
organisational development. The plurality of elements of external and internal 
organisational environments, high degrees of changeableness and influences on 
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organisations and their members are objective structural characteristics forming parameters 
of organisational changes. 
Types of organisational members' reactions in problem situations are closely 
connected with ways of control over the surrounding environment. At the individual and 
group levels the mechanism of such control is based on people's inherent abilities: 
• 	 to perceive their environment both as a whole and in detail, 
• 	 to fix their attention both on stable characteristics and on changeable 

characteristics, 

• 	 to transform from conditions of inertia to series of different short sociocognitive 

experiences in order to overcome irritations from the surrounding environment by 

using sociocognitive activity. 

The behaviour of organisational members in crisis and transformational situations 
corresponds with the three groups of organisational members (entrepreneurs, harmonious 
members and SUb-entrepreneurs). 
The first type of reactions (entrepreneurs) is an attempt to break away from a 
problem situation, to overcome and destroy it, to influence actively external circumstances 
in order to eliminate their influences, to change them radically. In various circumstances 
such behaviour can be successful if a person (an organisational member) has a 
programme of actions for constructing new conditions and actions in them. However, if in a 
complex environment an activity is directed only at destroying and a complete 
transformation the results of actions only multiply problems. The change of conditions 
means a necessity to adapt to a situation anew, and this is a task that requires new efforts. 
Destroying and transforming the existing conditions in a complex problem situation adds an 
uncertainty and disorientation. 
The second type of reaction (sub-entrepreneurs) is a passive avoiding of solving a 
problem. A person resigns himself/herself with a thought that a problem situation is 
unsolvable, and that person refuses active actions. Such behaviour allows the person to 
I 
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mark time - unfavourable circumstances can cease to exist over time - and save efforts 
(materials, assets, finance) that can be useful if favourable conditions occur. In this way a 
person supports a problem situation. Besides, such isolation does not save a person (and 
an organisation) from the influences of the surrounding environment that continues to 
develop "without him/her". This means that in dynamic conditions elements of the 
surrounding environment increase and change, but an organisation as a whole does not 
control their place in the situation and, as a result, the situation gradually loses its meaning 
for a person/an organisation. 
The third type of reaction (harmonious members) is inherent in people for whom a 
problem situation appears subjectively tense but bearable, and they are oriented not at 
destroying or avoiding but at studying a problem and "a dialog with it". In this case, an 
active attention and interest to solving a problem allows an organisation to control a wide 
sphere of the surrounding environment and allows not to be distracted due to excessive 
doubts and aggressive incentives. The people of this type do not try to get rid of a problem 
situation, but they show an aspiration to try to exist in it. A person (an organisation) tries to 
find opportunities to construct his/her relations with the existing elements of the surrounding 
environment (external and internal). A person identifies the most stable elements of the 
environment as "game rules" that should be accepted as initial information (guidelines). 
They do not try to destroy or ignore the problem at once. 
Thus, the dominance of one of these types of reacting to crisis and transformational 
situations influences the organisational perception of these situations as a whole. Due to 
differences in a perception of reactions to changes conflicts over influences on decisions 
concerning a way of reacting can appear in the organisational collective. 
The issue of conflicts that can arise owing to different levels of activity, different 
individual and group interests and different reaction to transformational situations and 
problems will be considered in the following section. 
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4.2.5 The Role of Conflict in Organisational Changes 
Organisational conflict is an expression of critical contradictions within an 
organisation's system of goals, values, and criteria for performance. Rather than being an 
obstacle to development, conflict offers opportunities for engaging in changes. Conflict is 
also an integral part of team development and creating shared vision in Senge's (1990: 
249) learning organisation: "Contrary to popular myth, great teams are not characterised by 
an absence of conflict. On the contrary, one of the most reliable indicators of a team that is 
continually developing is the visible conflict of ideas. In great teams conflict becomes 
productive. There may, and often will, be conflict around the vision". This conflict of the 
'" 
ideas involves the clash among different personal visions about the team's goals, values, 
and means for achieving them. In this sense conflict is not seen as an obstacle to learning 
but rather as a means through which learning occurs (Jankowicz, 2000). 
The brief analysis made by Rothman and Friedman (2001) points to a number of 
surprising propositions about the role of conflict in organisational development: 
• 	 conflict is essential for organisational development 
• 	 conflict is a process through which organisational development occurs 
• 	 these conflicts tend to involve deeply held goals, values, performance criteria, and 
beliefs about how to get things done 
• 	 conflict leads to creative thinking and innovation 
• 	 conflict leads to greater self-awareness and understanding of others 
• 	 conflicts not only need to be resolved, they also need to be created, engaged, or both 
(in any way they should be managed) 
A study of twelve top management teams by Eisenhardt, Kahwajy and Bourgeois 
(1997) found that the highest performing teams were all characterised by a very high level 
of SUbstantive conflict and sociocognitive activity, whereas the low performing teams were 
lower in conflict. Conflict is dynamic in that it unfolds as executives gain a deeper grasp of 
their business and their preferences for action through constant immersion in alternative 
viewpoints. Conflict is not a static reflection of fixed self-interests among senior executives. 
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Rather, conflict reflects a continuously evolving understanding of the world that is gained 
through interaction with others around alternative viewpoints. 
Nevertheless, an organisation cannot exist in constant conflict as apart from creating 
an environment for creativity it can create the environment for disrupting organisational 
processes. Therefore, according to Yolles (2003) negotiating conflicts over different types 
of reaction, stereotypes of behaviour or even different sociocognitive characteristiCS of 
organisational members resulting from differences in strategic perspectives, is an important 
step in organisational development and can be considered through the consideration of 
political ideology. 
Ideology is a collection of rationalised and systemised beliefs that coalesce into an 
image that establishes a phenomenological potential or experience. Political ideology can 
be instrumental in defining (Holsti, 1967, p. 163): 
1. An intellectual framework through which policy makers observe and interpret reality 
2. A politically correct ethical and moral orientation; 
3. An image of the future that enables action through strategic policy 
Conflict, when approached creatively, can become an effective diagnostic tool to find 
out what is really going on in the organisation. Conflict contains the seeds to creating a 
more effective, stronger and whole organisation. Additionally, conflict normally masks 
extraordinarily creative possibilities for personal and organisational transformation and 
change. 
Accordingly, the amount of conflict within an organisation can be used as a further 
index of sociocognitive processes and changes in levels of sociocognitive activity together 
with a stereotype of behaviour and can be applied for the development of configurations 
and archetypes. 
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4.3 Modelling Fit between the Research Dimensions 
The suggestions of the previous sections within the modelling of the sociocognitive 
basis result in the following aspects: 
• 	 the importance of social and cognitive processes for an organisation is 
considered using the concepts of individual and group identities and 
constructivist perspectives 
• 	 social and cognitive processes are considered through manifestations of 
sociocognitive characteristics of organisational members with different levels of 
their intensity and their influence on activity of organisational actions and 
organisational purposes and development 
• 	 the idea of sociocognitive activity as a feature of organisational members is 
suggested and consequently types and groups of organisational members with 
characteristics of their qualities, interrelations and strategic aspects are proposed 
based on different levels of sociocognitive activity 
• 	 the role of different groups of organisational members within the organisational 
collective is described 
• 	 the source of organisational inertia is related to organisational members (the 
individual identity) and sociocognitive activity and it is suggested that inertia, as a 
result, is incorporated in the processes of purpose formation and strategy 
development 
• 	 different reactions to crisis situations and problems are suggested and the role of 
conflict in organisational changes is identified 
In general, the understanding of the role of sociocognitive processes in an 
organisation the S09iocognitive basis gives a theoretical underpinning for understanding the 
relations and inter-influences between social and cognitive dimensions with the contextual 
dimension (irritations from the inside and outside that cause changes in levels of 
sociocognitive activity and the level of organisational competitiveness (organisational 
performance). 
157 
Therefore, modelling of fit between research dimensions within the four dimensional 
model of organisational archetypes is directed at establishing these inter-dimensional 
relations and investigating empirically these relations by creating a profile of their 
characteristics in different organisations. The research design and research characteristics 
of this modelling fit were described in Chapter 3: Section 3.4. 
Modelling fit has the purpose of making a "snapshot" of the characteristics of the 
dimensions in the organisations analysed (Chapter 3: Table 3.2) at one time, one area and 
one industry, in order to create a foundation for finding patterns of relations between the 
dimensions. The identification of interdependencies of the research dimensions (patterns of 
relations) is a critical issue for further developing configurations and organisational 
archetypes as an ultimate purpose of this study (Miller, 1996). 
The first part of modelling fit between research dimensions is to analyse 
organisational business processes and to identify the organisational position in the 
bUSiness-environment (organisational performance dimension and contextual dimension) 
for every organisation analysed with the help of the "Sytem Expert" proposed by Efremov 
(2001). The research design and research procedure for these dimensions were described 
in Chapter 3: Section 3.5. 
Having identified the position for the organisations analysed in the business-
environment and classified these organisations into five different positions; the second part 
of modelling fit between research dimensions is to analyse organisational cognitive 
processes based on investigating sociocognitive characteristics of organisational members. 
The research design and procedure for investigating this dimension were presented in 
Chapter 3: Section 3.6. This gives an opportunity to establish what cognitive characteristics, 
schemes and preferences and what kind of types and groups of organisational members 
are relevant for organisations in different positions and whether there are any 
interdependencies-patterns between the research dimensions. 
The third part of modelling fit between research dimensions is to conduct inquiry in 
interrelationships between organisational members within the organisational collective 
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(social dimension) with the purpose of identifying the dominating imperatives of behaviour. 
The research design and research procedure for this dimension were proposed in Chapter 
3: Section 3.7. This helps to formulate stereotypes of behaviour in the organisational 
collective. It shows whether there are relations in dominating imperatives of behaviour with 
organisational position in the business-environment and sociocognitive characteristics of 
organisational members related to these positions. 
Having received a "snapshot", profile and picture of research dimensions' 
characteristics one will be able to see patterns in relations and to develop configurations as 
arranging of research characteristics in a specific way and archetypes as an explanation 
why these characteristics are arranged in this way. 
4.3.1 	 Investigation of the Contextual and Organisational Performance 

Dimensions 

This section is directed at presenting the results of investigating the contextual and 
organisational performance dimensions of the 51 organisations analysed. The results of 
this investigation are presented as an organisational position in the business-environment 
that reflects the conditions of organisational business-environment (the stage of industry 
development) and the level of organisational performance (the organisational 
competitiveness in the current conditions of the surrounding environment). Directions and 
the character of organisational actions are dependent on organisational positions in the 
business-environment. The estimation of these positions creates an opportunity for an 
organisation to determine directions and objectives of organisational behaviour in the 
business-environment. 
The investigation conducted according to the research design and research 
procedure (Chapter 3: Section 3.5) allows to distribute all 51 analysed organisations into 5 
possible groups (Evfremov, 2002) according to their characteristics of the business­
environment and organisational performance (Forming, Development, Maturity, Inertia, 
Uncertainty). The results of this classification are presented in Table 4.3 based on the 
results of the analysis of the business-environment and organisational performance 
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dimensions shown in Appendix 5 where estimations of organisational micro, macro, 
industry and market conditions are presented. 
Table 4.3 The distribution of the analysed organisations based on the 
business-environment and organisational performance dimensions 
Organisational Position in the Business-
Environment 
The Name of an Organisation The Number of 
:Organisations 
"Vidbudova" 
"Soglasie" 
"Temp" 
"ADI" 
"Novoe Vremja" 
Forming "Olvia"" 
"Aska" 12 
"Piramida" 
"Poli K" 
"Kottedzh-95" 
"Fortuna" 
"Mikrome!1:as" 
"Liga" 
"Transstroy" 
"Komfort" 
"Ekspresbud" 
""Lustdorf' 
"Strovtek"" 
"PMK-4" 
Development "Flal!man'S" 15 
"Diamant" 
"Malahit Dlus' 
"Intostrov" 
"Remtransstroy" 
"TD Budmaterialy" 
"Kaskad" 
"Drevoplast" 
"Domus-Center" 
"PMK·14" 
'Speclitmash" 
"Ekostrov" 
Maturity "Stroytehsnab" 
"Elistrov" 10 
"Odesstroy" 
"Chernomorgidrostroy" 
"Odesstransstroy" 
"lIIichivsk naftotra.ns" 
"Zavod GBI-2 Odesstroy" 
"Monolistroy" 
Inertia "Jul!Voenstroy" 
"Prombudmaterialv" 6 
"Inno-treiding" 
'Juzhremmontazb" 
"Malva Luks" 
"Pusk" 
"Zars" 
Uncertainty "Glavstroy" 
"Mega" 8 
"Percl!ud" 
"ARAMAT" 
"Strob" 
p 

160 

4.3.2 The Investigation of Cognitive Research Dimension 
This section is aimed at presenting the results of conducting an investigation of 
cognitive research dimension in 51 organisations analysed. The results of this investigation, 
according to research design and research procedure for this dimension (Chapter 3: 
Section 3.6), are presented in Appendix 6 (an example of results for "Intostroy", Odessa, 
Ukraine) and in Appendix 7 (the average results for every scale in every organisation). 
The purpose is to use the classification of the analysed organisations according to 
their positions in the business-environment (Forming, Development, Maturity, Inertia, 
Uncertainty) and investigate what sociocognitive types and groups of organisational 
members dominate in different organisational positions. It shows whether there are any 
relations between contextual and performance dimensions and the cognitive one. 
The results of the analysis of this dimension are described as follows (Table 4.4): 
• 	 based on the research design and research method for this dimension 
organisational members in every organisation analysed are distributed into 
seven levels of personal internal creative environment according to 
Makartsev's (2002) scale of prespective opportunities (Chapter 3: Table 3.16) 
• 	 then based on these levels the organisational members are classified into 
seven types and tree groups related to the levels of personal internal creative 
environment (the description of these types in Table 4.1 and groups in Table 
4.2) 
• 	 as a result, the dominating types and groups of organisational members (the 
sequence of types from the type with the highest number of organisational 
members to the type with the least number) are identified for every 
organisations analysed and for every organisational position in the business-
environment 
;!J 
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Table 4.4 The interdependencies between research dimensions (position in the 
business-environment and sociocognitive types of organisational 
members) 
Uncertainty 
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Table 4.4 The interdependencies between research dimensions (position 
in the business-environment and sociocognitive types of organisational 
members) (Continued) 
Forming 
5463271 
5463721 
5643721 
5647321 
453671 
4352671 
Development 
3452671 

3425671 

3241567 

3241561 

Maturity 
2345167 

2314567 

Inertia 2134567 

Uneertainty 1234567 
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Based on Table 4.4 it is possible to observe that more active sociocognitive types of 
organisational members are appropriate for early phases of organisational development 
(organisational positions). Sociocognitive types with low levels of sociocognitive activity 
(low levels of personal internal creative environment) are dominating in the organisations 
that are distributed in final phases of organisational development (organisational positions). 
Thus, the interrelationships between the business-environment, organisational performance 
and levels of sociocognitive processes within an organisation that are characterised by 
different dominating sociocognitive types of organisational members are observed. 
4.3.3 The Investigation of Social Dimension 
The next step is to identify the imperatives of behaviour between organisational 
members that are appropriate for the organisations analysed. These imperatives of 
behaviour allows the identification of relationships between organisational members within 
an organisational collective. The purpose is to use the classification of the organisations 
analysed according to their positions in the business-environment (Forming, Development, 
Maturity, Inertia, Uncertainty) with the sequences identified of sociocognitive types of 
organisational members for every organisation analysed and investigate what imperatives 
of behaviour dominate in different organisational positions and whether there are any 
relations between the dimensions within the model of organisational archetypes. 
The results of the identification of imperatives of behaviour for every organisation 
analysed according to the research design and research procedure (Chapter 3: Section 
3.7) are presented in Table4.5 based on results of the analysis of the social dimension 
shown in Appendix 8. The results are presented as follows: 
• Initially, 	 according to the research procedure in Chapter 3 after having identified 
imperatives of behaviour according to group interviews of managers and workers there 
are from 4 to 8 imperatives that describe relations in the organisational collective (both 
groups were asked to chose 4 imperatives from the list of 20 imperatives of behaviour 
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(Table 3.17)), but sometimes some of imperatives in a group of managers are similar to 
some imperatives in a group of workers, sometimes they are different) 
• then, 	in order to analyse imperatives of behaviour appropriate for different organisational 
positions in the business-environment it is necessary to identify 4 imperatives of 
behaviour that are the most frequently mentioned by managers and organisational 
members of organisations in different organisational positions. For example, the 
imperative of behaviour "High discipline, it is necessary to work hard to be the great" was 
mentioned in 12 out of 12 organisations that were classified into the position of Forming 
according to investigations of contextual and performance dimensions 
Table 4.5 The interrelationships of imperatives of behaviour with organisational 
positions in the business-environment 
Organisational Position 
in tbe Business-
Environment 
Four Dominating Imperatives within an Organisation 
Tbe Number of 
Organisations representing 
tbis position that mention 
these imperatives 
High discipline, it is necessary to work hard to be the great 12 
An inspiration for the ideal of success and victory 10 
Forming The organisational collective is united by organisational purposes 
and future success 10 
You must be exactly alike for the cause, for the company! 9 
EverYbody aspires to show their importance in the organisation 14 
The growth of ambition and individualism 14 
Development Competition race for power is the most merciless : "The end 
justi ties the means" and " The fastest one reaches the target first" 13 
We want to be the Great! 11 
We are tired of constant changes and improvements, everything is 
great without these changes: "Let me live!" 10 
Maturity We are tired of the great persons: heroes, be ofil 10 
We want to be calm at work without stresses 9 
The Organisational collective is suppressed 9 
There is an 
conservatism 
ideal of behaviour that should be observed, 6 
Inertia There is ordering of everything 6 
Demarcation of activities, responsibilities, spheres of influence 6 
We are calm 
collective 
at work, even-tempered people dominate in the 5 
Do not be different from other people g 
Only the present is a reality: "Just one day but mine" 7 
Uncertainty There is an indifference, 
organisational collective 
disbelief and ignorance in the 7 
Egoistic people prevail 6 
Thus, having analysed all organisations concerning the dominating imperatives of 
behaviour, imperatives of behaviour that are appropriate for different positions in the 
business-environment are identified. These identified imperatives will be used for 
developing the stereotype of behaviour as a set of imperatives of behaviour and for 
developing configurations and archetypes. 
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4.3.4 	 The Interdependencies between Research Dimensions and Imperatives of 
Behaviour 
The analysis of the business-environment, organisational performance, social and 
cognitive processes was conducted on 51 Ukrainian organisations according to the above­
mentioned research framework of fit modelling. This analysis of four dimensions represents 
a "snapshot" of organisational characteristics in every research dimension. In this way 
according to Miller (1996) it is easier to capture a pattern of interrelations between 
organisational characteristics and develop configurations and organisational archetypes. 
The results of this analYSis can be integrated in Table 4.6. 
From the profile of characteristics analysed, presented in Table 4.6, one can observe 
that for early stages of organisational development (organisational positions) the 
domination of types of organisational members with high levels of personal internal creative 
environment (types 5, 4, 6) are appropriate. Then organisational positions are changing 
according to changes in the business-environment that reflects changes in stages of 
industry development. One can observe changes in the dominating types: when 
sociocognitive types with low levels of personal internal creative environment (3, 2, 1) begin 
to dominate. This confirms that the dominating tendency of organisational members' 
behaviour is an aspiration to decrease internal and external irritations and supporting the 
constant level of sociocognitive activity. In other words, inertia, stability and adaptation are 
dominating tendencies of organisations. 
Therefore, the stabilising of the business-environment leads to the stabiliSing of 
organisational internal environments and dominating sociocognitive types of organisational 
members with low levels of personal internal creative environment. This suggests 
difficulties for organisations with a large number of types with low levels. When the 
business-environment demands radical changes (position of uncertainty that reflects the 
final stage of industry and market development) there will be no (or a small number of) 
organisational members with a capability to intensify manifestations of their sociocognitive 
characteristiCS (sociocognitive activity) in order to challenge these environmental irritations. 
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Table 4.6 The interdependencies (patterns, snapshot) of characteristics of the 
research dimensions 
5463271 
5463721 
Forming 
5643721 
5647321 
453671 
4352671 
Development 
3452671 
3425671 
3241567 
3241567 
Maturity 
2345167 
2314567 
Inertia 2134567 
Uncertainty 1234567 
-	 High discipline, it is necessary to work hard to be the great, 
- "An inspiration for the ideal of success and victory" 
- The organisational collective is united by organisational 
purposes and future success 
- "You must be exactly alike for the cause, for the company!" 
- Everybody aspires to show their importance in the 
organisation 
- The growth of ambition and individualism 
- Competition race for power is the most merciless: "The end 
justifies the means" and " The fastest one reaches the target 
first" 
- We want to be the Great! 
- We arc tired of constant changes and improvements, 
everything is great without these changes: "Let me live!" 
- We are tired of the great persons: heroes, be om 
• We want to be calm at work without stresses 
- The Organisational collective is suppressed 
- There is an ideal of behaviour that should be observed, 
conservatism, 
- There is ordering of everything 
. Demarcation of activities, responsibilities, spheres of 
influence 
- We are calm at work, even-tempered people dominate in the 
collective 
- Do not be different from other people 

- Only the present is a reality: "Just one day but mine" 

- There is an indifference, disbelief and ignorance in the 
organisational collective 
- Egoistic people prevail 
Knowing these interdependencies between the dimensions, how they interact and are 
related to each other it is possible to develop five configurations describing the related 
changes of sociocognitive processes, organisational performance, and the business-
environment over organisational development. This fit of dimensions gives an opportunity 
based on identified five organisational positions with appropriate social and cognitive 
characteristics to: 
• 	 Develop configurations as an integration of characteristics of different research 
dimensions and stereotypes that reflects chosen imperatives of behaviour for every 
organisational position 
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• Develop organisational archetypes as an overall pattern that gives an explanation from 
a strategic viewpoint why these characteristics of the research dimensions are 
arranged into configurations in a certain specific way 
4.4 Modelling Configurations based on Sociocognitive Processes 
At this stage of modelling of the four-dimensional model of organisational archetypes 
there is an opportunity to use the sociocognitive basis and to use the identified fit between 
research dimensions as a snapshot of research characteristics in Table 4.6 for developing 
configurations. These configurations of the characteristics of research dimensions describe 
relations between organisational position in the business environment, levels of 
organisational performance and sociocognitive processes. They explain how different levels 
of sociocognitive activity and intensity of sociocognitive processes reflect differences in 
changes of environmental conditions (organisational position) in the process of 
transforming configurations and re-arranging research characteristics. Based on the 
sociocognitive processes and a profile of research dimensions a solution can be suggested 
for solving dilemmas of archetypal stability and change and incremental and revolutionary 
changes. Sociocognitive processes are a tool with a help of which a new archetype due to 
switching revolutionary from the previous one re-arranges incrementally the fit between 
dimensions into a new configuration. This new configuration reflects the new archetype and 
new conditions of the business-environment. 
The consideration of sociocognitive processes and a usage of structural and 
functional system dynamics research methods allows the integration of different patterns of 
research dimensions' characteristics into a sequence of different organisational 
configurations and archetypes. 
Sociocognitive Definition of Configuration 
Therefore, it can be suggested that organisations pass a number of natural 
configurations. These configurations according to the sociocognitive basis and patterns of 
research characteristics presented in Table 4.6 are characterised by: 
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• 	a direction of changes and a level of sociocognitive activity of an organisation as a 
whole 
• 	a share and a role of organisational members in an organisation - the different types 
and groups, which define its internal sociocognitive activity (entrepreneurs, harmonious 
people, sub-entrepreneurs and seven types according to levels of sociocognitive 
activity) 
• 	the unique and uniform stereotype of behaviour that defines the principles of behaviour 
and relations in an organisational collective 
• 	a degree of internal complexity of an organisation characterised by limits and directions 
of changes of the number of sub-systems in an organisation 
• 	a direction of changes and a level of organisational resistance to external influences 
• 	 the position of an organisation in the business-environment 
Accordingly, it is possible to suggest the definition of a configuration in the 
sociocognitive context. A configuration is a period of the development of an organisation 
within the limits of which the level of sociocognitive activity aspires to be within a narrow 
spectrum of optimum values for this configuration. Each configuration of organisational 
development is characterised by fluctuations of sociocognitive activity near the most 
optimum level for the configuration. These fluctuations can sometimes be out of the 
spectrum of optimum levels (in particular, in the first half of a configuration), but such 
fluctuations are quickly weakened and an organisation finds its balance. Thus, during a 
configuration an organisation aspires to keep stability and balance, which provide high 
resistance and create opportunities for expanding organisational activities. 
Based on the above interdependencies between the research dimensions (Table 4.6) 
the optimum of sociocognitive activity for each subsequent configuration is lower than the 
optimum of previous configurations. The share of active organisational members (types; 5, 
6, 7) for each subsequent configuration is lower than for the previous one. Thus, the 
maximum level of sociocognitive activity and the maximum share of entrepreneurs are 
reached at the beginning of the development of an organisation. Then, the level of 
sociocognitive activity decreases regularly. It looks quite logical due to the fact that an 
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organisation as a whole, and its members in particular, aspire to conditions of stability and 
spend their sociocognitive activity during organisational development described in the 
sociocognitive basis (Section 4.2). 
Sociocognitive Definition of Transformation 
In the end of each configuration the level of sociocognitive activity of an organisation 
(the share of entrepreneurs) is above the optimum level for the following configuration. It 
leads to organisational conflicts between entrepreneurs and other organisational members 
of an organisation and it leads to configurational transformations. Thus, the reason that 
conflicts and configurational transformations in an organisation is a significant excess of the 
share of entrepreneurs (the level of sociocognitive activity) over their optimum number for 
the subsequent configuration. During a transformation the number of entrepreneurs is 
reduced according to the optimum of the next configuration. 
Therefore, a transformation is a period of change between configurations. Any 
transition between configurations is a danger for an organisation. A transformation is a 
stage of the development of an organisation, which has time frameworks for regulating the 
sociocognitive activity optimal for the next configuration and organisational conditions .. 
During a transformation the organisational resistance is reduced. 
Configurational Stereotypes of Behaviour 
Every configuration can be described by the certain stereotype of behaviour - the 
ideal principle of interrelations between the organisational collective and an organisational 
member (organisational identity versus individuality). It changes according to changes of 
levels of sociocognitive activity within an organisation. 
Each stereotype of behaviour has its internal structure, which includes strictly defined 
norms of relations: 
• between the organisational collective and an individual 
• between individuals in the organisational collective 
• relations between organisational departments, divisions and so on 
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• between the organisation as a whole and its sub-systems 
• relations with the organisational business-environment 
The stereotype of behaviour is the basis of the organisational culture including 
different norms and values, forms of relations and actions, which are specific for each 
organisation. Changes of the stereotype of behaviour that lead to organisational conflicts 
are characteristic for a transformation. The next sections are directed at developing five 
configurations reflecting five identified patterns of research characteristics presented in 
Table 4.6 with help of research method proposed in Chapter 3 for these purposes. These 
configurations are: configuration of growth of sociocognitive activity, configuration of limit of 
sociocognitive activity, configuration of decrease of sociocognitive activity, configuration of 
inertia of sociocognitive activity and configuration of uncertainty. 
4.4.1 Configuration of Growth of Sociocognitive Activity and its 
Transformation 
The Configuration of Growth is a period of the growth of sociocognitive activity in an 
organisation and is related to the organisational position "Forming" in the business­
environment. This configuration is characterised by the fast growth of all kinds of 
organisational activity. This configuration is relevant for organisations with the sufficiently 
high (at least not low) in terms of competitive status. However, the combination of macro 
and micro business-conditions essentially restricts the strategic potential of such 
organisations and make their development into the group of leaders highly problematic. An 
organisation in this configuration has an intention to bring its micro and macro business­
conditions in accordance with the existing potential of its market and industry. Frequently, 
the desire to develop the material and technical bases, social sphere and staff training is 
manifested in such companies with difficulties. 
An organisation appears as a result of entrepreneurial efforts of and being 
developed, as a rule, exceptionally due to realising the creative potential of its founders. 
This configuration begins with the incubatory period in which the first entrepreneurs appear. 
They oppose themselves to other members of an organisation and break traditional norms 
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of behaviour, which can not satisfy their needs of activity. Thus, after the incubatory period 
this new organisation receives its name and declares its existence and from this moment it 
becomes a real participant in its business-environment After the incubatory period rather 
significant fluctuations of sociocognitive activity are intrinsic as the share of entrepreneurs 
in an organisation is growing and becomes higher than the optimum value for this 
configuration. The stereotype of behaviour "Be who you should be!" is intrinsic in this 
configuration which reflects a high level of discipline in an organisation. 
Nevertheless, even in these conditions of the growing sociocognitive activity the 
organisational dominant cannot be found at once. There are many possible directions for 
the development of an organisation. Therefore, the internal struggle for influencing the 
process of organisational dominant's formation is characteristic for this configuration. It 
leads to organisational internal conflicts. Sociocognitive activity owing to these internal 
conflicts starts to decrease. As soon as the share of entrepreneurs, as a result of 
organisational conflicts, decreases and becomes optimum the decrease of sociocognitive 
activity stops and this process is repeated again. Thus, the alteration of relatively calm 
period with the periods of internal conflicts is characteristic for this configuration. 
The configuration of Growth is characterised by a vigorous organisational activity in 
its business-environment Paramount attention is paid to developing products and 
marketing. The organisational structure often remains non-formalised. However, as an 
organisation develops its founders are more and more required to control and direct its 
development in specific directions, and this fact requires new specific knowledge which 
they don't possess yet This is a reason for transforming this configuration. The main 
question is where an organisation should be directed at and who will be responsible for 
this? 
The most distinctive feature of a transformation is internal organisational conflicts, 
which lead to a decrease of the resistance of an organisation to external influences. The 
transformation of configuration of growth is characterised by conditions of excessive 
sociocognitive activity when the existing interrelation of organisational elements is broken, a 
plenty of possible directions of the development of an organisation and different groups 
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appear which intensively struggle for power and influence. Entrepreneurs are divided into 
groups opposing each other, and their vectors of sociocognitive activity become divergent. 
In these conditions it is difficult to manage this extremely complex organisational system. 
Therefore, the weakening of the centralised management which can lead to a 
disappearance of this organisation is a characteristic for the first part of this transformation. 
Because of organisational internal conflicts sociocognitive activity of an organisation quickly 
decreases and reaches a minimal value owing to an intensive decrease of the share of 
entrepreneurs (some of them decide to leave an organisation due to the struggle for 
power). During the second part of this configurational transformation the internal 
organisational situation is stabilised, the organisational management strengthens its 
positions, and an organisation again begins to increase all kinds of its activity for this 
transition towards the following configuration of limit of growth. The most typical actions for 
an organisation in this period of its development is a concentration of organisational efforts 
on those directions of its growth that are based on developing its distinctive competences 
and related to its strong advantages. As a result of such changes more penetration into its 
market and the position of an organisation is less dependent on factors out of its control. 
4.4.2 	 Configuration of Limit of Growth of Sociocognitive Activity and its 

Transformation 

After configurational transformation of growth an organisation enters the configuration 
of limit of growth related to the organisational position "Developing" within the business-
environment. This configuration describes organisations that have extremely good micro 
and macro business-conditions for managing its business-activities. However, market and 
industry conditions are not far from ones that can be considered very gOOd. Unfavourable I 
i 
I 
,market conditions for an organisation can be connected with the fact that an organisation 
has not reached a sufficient market share yet or has lost its existing share. It can be 
explained with the situation when the segment of the market where an organisation is I I 
I 
I 
operating has not formed completely yet. 
I 

I 
I 
I 
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Unfavourable industry conditions can be stipulated by the strong competition, 
influences of suppliers and buyers, and the threat of various substitute products. The 
situation when a strong organisation from the viewpoint of its potential business 
opportunities experiences influences of the competition can be observed in industries with 
low entry barriers. 
An organisation in this configuration reaches the highest level of sociocognitive 
activity and it is characterised by the domination of entrepreneurs. Entrepreneurs aspire to 
show themselves as leaders in an organisation. This defines a stereotype of behaviour "Be 
yourself'. This growth of individualism together with the certain excess of sociocognitive 
activity leads an organisation to the condition of "sociocognitive overheating". At this 
"overheating" the resistance of an organisation is decreasing. 
The resistance of an organisation is its ability to resist to external negative influences. 
First of all, the resistance of an organisation depends on sociocognitive activity, which 
defines organisational abilities to react to influences from the outside, effectively reconstruct 
its internal structure depending on conditions of the business-environment. In conditions of 
low levels of sociocognitive activity an organisation becomes vulnerable and not capable to 
active counteractions. 
Nebertheless, sociocogn itive activity is not the only factor, which defines the 
resistance of an organisation. The uniform organisational culture and the stereotype of 
behaviour is important. An organisation is the most resistant when it has a powerful 
management and a high level of sociocognitive activity. An organisation is the most 
vulnerable when there are organisational internal conflicts and contradictions and a low 
level of sociocognitive activity. 
After a while the moment begins when the management's bureaucratic structure and 
the concentration of processes of making decisions at the highest levels of the 
organisational hierarchy begins to restrict the creativity of middle managers. The system of 
organisational management itself becomes a source of conflicts and contradictions the 
essence of which can be found in different perceptions of necessary and sufficient freedom 
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of different levels of the hierarchy. This is a transformation of configuration of Limit of 
growth of sociocognitive activity. The attribute of this transformation is again organisational 
internal contradictions. However, as soon as the certain excess of entrepreneurs decreases 
owing to the fact that dissenting but active middle managers leave an organisation and their 
share becomes optimum. The level of sociocognitive activity is stabilised. 
The end of the transformation depends on the character of its second part. If, during 
the second part of transformation the periods of internal conflicts and waves of 
sociocognitive activity have a clear understandable character of attenuation, i.e. each 
following conflict in an organisation according to the level of intensity below the previous 
conflicts, this transformation into another configuration goes smoothly. If there are no 
internal conflicts that help to eliminate entrepreneurs from an organisation then they have a 
tendency to increase. In each following phase the level of intensity of internal conflicts is 
increasing. This leads to the a peak of crisis can be found at the end of the transformation 
when sociocognitive activity significantly decreases and organisational internal conflicts 
reach their apogee. 
4.4.3 	 Configuration of Decrease of Sociocognitive Activity and its 

Transformation 

The configuration of decrease of sociocognitive activity related to the organisational 
position "Maturity" in the business-environment is a period with a sharp decrease of 
sociocognitive activity after the previous configuration. This configuration is characterised 
by a divergence of stereotypes of behaviour and the organisational culture accompanying 
with losses of supplementation inside the organisation, with the growth of the number and 
proportion of sub-entrepreneurs. 
In the first part of the configuration sociocognitive activity of an organisation and 
organisational power steadily grow and they become similar to organisational situations 
during the configuration of growth and during the first part of the configurational 
transformation of growth. This configuration is characterised by optimistic dynamics of 
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industry development and state of the market. Such organisations have a very good 
perspective to become leaders in this business. 
However, actions in this direction requires an extreme caution, as due to possible 
negative changes in the character of market and industry conditions the investments made 
can become losses and push an organisation into a difficult situation. Typical actions of 
organisations in this configuration are for a concentration of investments for expanding 
organisational activities only in those segments of the market where the rate of profit is 
quite reasonable and the risk is minimal. 
During this period the share of entrepreneurs increases a little owing to new workers 
with low levels of manifestations of sociocognitive characteristics (sociocognitive activity). 
The active use of various penal measures optimises a parity of active types in the 
organisational structure. These measures don't allow internal conflicts. However, this 
control of organisational management is obviously insufficient that leads to local 
insignificant internal conflict, but it is easy for the management to cope with since it is 
strong enough and has a control over an organisation to stop these contradictions. 
In this configuration and its transformation different penal measures are very 
important for an organisation as they help to stabilise organisational situation and eliminate 
from an organisation the most active organisational members (entrepreneurs) who prevent 
organisational stability. The stereotype of behaviour "heroes, be off' is dominant, reflecting 
the weariness of the main part of organisational members from the constant changes, 
redirections and improvements. 
The mechanism of penal measures can be described as follows: an organisation 
declares a new organisational ideology (the stereotype of behaviour, a direction of 
organisational activity, etc.), as a rule, which is sufficiently different from the previous one 
and the management demands that it should be accepted by each organisational member. 
All organisational members that are not consent with this official point of view are fired or 
are inflicted with penal measures. Certainly, there are always organisational members that 
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don't agree with a new organisational ideology, especially, among entrepreneurs and 
harmonious people. This way helps to decrease sociocognitive activity. 
New workers play the important role in these penal measures with the help of sub­
entrepreneurs. As a matter of fact, their role at this stage of organisational development is 
to optimise the organisational internal structure. For the people that don't have long 
relations with the organisational culture, the stereotype of behaviour, organisational 
traditions it is always easier to inflict a penalty upon other members. This configuration is 
also characterised by a structural re-organisation and decentralisation of functions, 
empowerment of middle managers to make certain decisions and distribution of 
responsibility between branches, affiliated companies or strategic business units. 
These actions to some extent increase the potential of an organisation, but 
afterwards they become a cause for transforming this configuration, when top-managers 
begin to realise that they have lost control over an organisation. The most serious split of 
an organisation is characterised by this period. This split of an organisation is caused by 
Significant excesses of the share of entrepreneurs and the share of sub-entrepreneurs at 
the beginning of the transformation concerning the optimum value for the following 
configuration of inertia. These excesses are removed with the help of penal measures and 
sanctions. 
4.4.4 Configuration of Inertia of Sociocognitive Activity and its Transformation 
The configuration of Inertia is a period of the development of an organisation in which 
regular decrease of sociocognitive activity are observed. This configuration includes the 
organisational position "Inertia" in the business-environment. This configuration is 
characterised by strengthening the organisational management, renewing the activity of an 
organisation that leads to acquire other organisations and accumulations of material and 
non-material assets. The stereotype of behaviour is "Be similar to me". 
The transition to configuration of inertia looks as stabilisation and the beginning of 
creative activity after conflicts and contradictions of configuration of decrease. Accordingly, 
I 
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a type of "golden mediocrity" prevails in this configuration - an obedient efficient member of 
an organisation. It means a domination of harmonious people that have low levels of 
sociocognitive activity. By virtue of the strong management pacifying different internal 
conflicts an organisation in this configuration makes the grandiose work. 
Excellent macro and micro business-conditions together with a very good position of 
an organisation in the market and industry remove all doubts concerning the important role 
of an organisation in this business. The main task of such an organisation is to concentrate 
all organisational efforts on keeping its advantages. It requires certain actions that may be 
accompanied by investments in order to defend the market and industry from competitors, 
and also investments into its own development are necessary in order to support the 
required structure of profits. 
In this configuration an organisation reaches the greatest recognition in the business­
environment and, as a result it can acquire other organisations. Organisational stability is 
explained by the fact that harmonious organisational members can be engaged only in the 
industrial part of organisational processes without politics and internal conflicts; their salary 
suits them. Thus, there are only business-processes and accumUlation of assets that do 
matter. Therefore, an organisation can spend Significant sums of money on different social 
programs, salaries and even luxury for top-management of an organisation. 
In this configuration the number of organisational members is significantly higher than 
in other configurations. It can be explained by the growth of incomes of an organisation and 
the absence of internal conflicts and contradictions. Everybody knows what one wants and 
needs to do. There are no internal conflicts except for the periods that are called "crises of 
configuration of inertia". This fact together with one-orientation vectors of sociocognitive 
activity of the overwhelming majority of organisational members provides the highest level 
of organisational activities compare with other configurations. It explains the apogee of 
organisational power and influence during this inertia in spite of the fact that sociocognitive 
activity is rather insignificant. 
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The configuration of Inertia is characterised by changes in the system of a co­
ordination of functional departments of an organisation. During this configuration strategic 
business units are formed. They have high degree of the operational independence, but at 
the same time they are controlled closely from the centre. The main concern of the centre is 
the use of organisational strategic resources. It gives a new impulse to their development. 
However it gradually leads towards forming distinctive boundaries between the centre (top­
management) and functional departments or strategic business units. These boundaries 
are a cause for transforming this configuration. 
However, the attributes of the following transformation are more and more obvious. In 
the final part of this configuration the process goes at full speeds in order to distribute 
sociocognitive active organisational members from different parts of an organisation and to 
move them to the organisational management. It will increase the level of sociocognitive 
activity a bit that is so low now in an organisation. 
There is a growth of discontent in organisational sub-systems (branches, affiliated 
firms, acquired organisations) and it strengthens centrifugal forces in an organisation which 
leads inevitably to organisational disintegration. Frequently, apprOXimately in the middle of 
the final part of this configuration the level of sociocognitive activity decreases below the 
optimum value of configuration of inertia and the final part of the configuration proceeds in a 
calm way. 
In the final part of this configuration there is a time when the beginning of the following 
transformation cannot be prevented even by the distribution of organisational members with 
high levels of sociocognitive activity from different organisational sub-systems and from the 
outside. Thus, during the transformation to the configuration of uncertainty the processes of 
diSintegration become irreversible. Incessant internal conflicts break organisational 
business-processes, organisational incomes decrease, and organisational management 
weakens and becomes an object of struggle of different groups. The weakening of 
economical connections between organisational SUb-systems strengthens their aspiration 
to be separated and independent from the organisational top-management. It leads to the 
j I 
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certain decrease of organisational resistance and that during this transformation an 
organisation becomes an object for their competitors. 
4.4.5 	 Configuration of Uncertainty of Sociocognitive Activity and its 

Transformation 

The configuration of uncertainty is a period of organisational development in which 
sociocognitive activity of an organisation considerably decreases (the organisational 
position "Uncertainty" in the business-environment). In this configuration an organisation 
exists for an account of assets (material and non-material) saved up in the previous 
configurations. As macro and micro business-condition are deteriorating an organisation 
needs to spend more part of its potential on resisting these deteriorations and an 
organisation has less and less resources for resisting industry competition and developing 
its segment of the market. That is why the main task of this configuration is a concentration 
of an organisation on achieving the maximum efficiency of production and commercial 
operations and reducing the level of constant costs. In these conditions there is a sense for 
an organisation to avoid any investments and if losses continue there is even a necessity to 
re-consider the organisational business-idea. 
The increase of the number of sub-entrepreneurs makes impossible any constructive 
position. They demand only to satisfy their immense needs. The stereotype of behaviour 
"Be like everybody" dominates, i.e. any person who has a sense of honour and diligence is 
condemned in the organisational collective sub-entrepreneurs have their own stereotype of 
behaviour "This day is mine". It reflects their insolvency to plan and organise long-term 
activity. Only the present exists for them. In results the corruption is probably legalised and 
various cynical people come to the organisational management. The number of 
organisational members by the end of this configuration decreases significantly. An 
organisation loses its resistance. This configuration precedes the period of possible 
liquidation of an organisation. 
During the configuration of uncertainty there is a fast loss of sociocognitive activity in 
an organisation. It suggests that the number of organisational members with high levels of 
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sociocognitive activity decreases and the last entrepreneurs can not influence the majority 
of the harmonious members and sub-entrepreneurs any more. This process can be slowed 
down by reducing the share of sUb-entrepreneurs. In conditions of financial stability of the 
previous configuration personnel management, and especially selection, cease to operate 
in a thorough way and the share of sub-entrepreneurs increases. It is difficult to manage 
them even for a talented manager. The configuration of uncertainty though it is inevitable 
for every organisation but can proceed without any fatal consequences. Thus, after the 
configuration of uncertainty an organisation has three possibilities of its development: 
• liquidating its business 
• moving into a balance with its business-environment 
• transforming into a new organisational integrity with new directions of development 
and new activities. 
The development of an organisation is a process, which naturally consists of phases 
but if an organisation doesn't cease to exist it continues its existence without 
development. It stabilises its relations with the business-environment. Thus, this period is 
not a dynamic developmental period of configuration of uncertainty. The difference is that 
that during this period, without dynamics, there are small fluctuations of sociocognitive 
activity. These fluctuations don't change the stereotype of behaviour, organisational 
structure and culture. 
Thus, the stable balance between an organisation and its business-environment is a 
domination of mediocrity that eliminates entrepreneurs and sub-entrepreneurs from an 
organisation. Without entrepreneurs organisational development is impossible. This period 
has beginning (the decrease of sociocognitive activity), but it does not have a natural end. 
Such organisations can exist in this balance with their business-environment for a long time 
until there are changes in the business-environment. Organisations without sociocognitive 
activity and without entrepreneurs can not react and resist changes. Therefore, in order to 
begin organisational development again it would be necessary to reconsider personnel 
selection with the purpose to hire more active members, to organise work, to re-configure 
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organisation according to requirements of the transformed business-environment and 
stimulate new directions of organisational activities. Only in this case organisations can 
continue to exist though it is possible with the new name and directions of organisational 
development. 
4.5 Modelling Organisational Archetypes of Organisational 
Development 
At present in the published literature on the configurational approach, configurations 
are considered as means for perceiving a stream of organisational events. Therefore, the 
configurational approach can be described as an event-guided predictive system for 
strategy development that describes important organisational events. According to the 
systematic framework of the configurational approach, configurations can be considered 
together with archetypes under which influences organisational characteristics arrange and 
re-arrange into config urations at various periods of organisational development (Table 4.7). 
Table 4.7 Configuration-archetype relationships based on the systematic 
framework of the configurational approach 
Periods of Organisational Development Organisational Archetypes 
Configuration of Growth 
Archetypc of Growth 
Configurational Transformation of Growth 
Configuration of Limit of Growth 
Archetype of Limit 
Configurational Transformation of Limit of Growth of Growth 
Configuration of Decrease 
Configurational Transformation of Decrease Archetype of Decrease 
Configuration of Inertia 
Archetype of Inertia 
Configurational Transformation of Inertia 
Configuration of Uncertalnty 
Archetype ofUncertaJnty 
Configurational Transformation of Uncertainty 
Organisational archetypes represent instinctive directions of development, idealised 
schemes of behaviour which can be expected, opportunities of ideas and potentialities and 
they define a paradigm according to which decisions should be made. They are the 
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philosophy of strategy. They consider sociocognitive processes as a tool and are a central 
theme for orchestrating configurational arrangements. 
Therefore, the task of developing organisational archetypes is to suggest that trends 
and opportunities give a basis for developing the organisational strategy and take into 
account the characteristics of sociocognitive processes within an organisation, the 
business-environment and organisational performance. In other words, archetypes propose 
a filter for strategic decisions and consequently explain different arrangements of 
organisational characteristics in different ways in different configurations. 
Defining the system of archetypes in this way is a departure from the more common 
treatment of configurations as disembodied structural attributes of organisations related in 
an adaptive way to context and performance. Sociocognitive processes are not neutral 
instruments but intentions, aspirations and purposes of organisational members who realise 
and implement strategic decisions. 
This research tries to fully understand the constitutive structuring of organisational 
archetypes and configurations over time. The system of organisational archetypes within 
this research turns the potential of sociocognitive processes into a real and growing 
organisational capability by using feedback logic. Archetypes bring opportunity in 
organisational existence. They elicit positive feedback from the business-environment that 
reinforces the right kinds of people, skills and levels of sociocognitive processes in an 
organisation. Designing this model of organisational archetypes serves as a powerful 
governor. 
Next sections are directed at suggesting organisational archetypes that reflect the 
interdependencies established between research dimensions within five configurations. The 
task of next section is to identify basic ideas, tendencies, potentialities or instinctive 
directions that can govern and expediate the arrangement of research dimensions into five 
identified configurations with the help of feedback templates and principles of system 
dynamics describe in Chapter 3 Sections 3.9.1 and 3.9.2. 
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4.5.1 Archetype of Growth of Sociocognitive Activity 
The current period of organisational development described by the Archetype of 
Growth indicates the entry into a new cycle of development, and it is very important at this 
moment to look over all possible prospects. There are always many more prospects than 
the organisation dares to imagine. The recognition of these opportunities depends on the 
capabilities of the organisation and its managers to project the organisational future. 
The Archetype of Growth is the archetype of the organisational strength of will that 
forms and directs the processes of organisational development during this new cycle of 
organisational existence. It is necessary to help the strength of will to be shown in 
organisational actions, to take roots in purposes, aspirations, values and processes. The 
current organisational circumstances require resolute actions. The organisation should 
believe that during this new cycle of its development it can achieve various aspirations and 
purposes, even the most improbable. 
The organisation should share its future perspectives with otganisational members. It 
is impossible to enter a new cycle of organisational development with disbelief in its own 
potential and abilities. It is necessary to allow the organisation and organisational members 
to be in a condition of aspiration. Such aspiration ingrained in the strength of will possess a 
powerful forming force that attracts opportunities, circumstances and conditions of possible 
achievements. Without this force, without true and apparent aspirations, it is impossible to 
achieve organisational purposes. 
At this period of organisational existence the resoluteness in organisational actions, 
the conviction in the rightness of organisational intentions, should dominate. Certainly, they 
will make mistakes, for nothing is ideal and perfect. They sometimes fall in traps of their 
organisational managers' egoism and delusions, but in any case it is a creative force and 
motive necessary for organisations and their business-environment to develop and to break 
any inertness of organisational actions and processes. 
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The organisational collective should be disciplined and consolidated so that the high 
level of organisational activity (resoluteness, risks, and creativity) won't destroy the 
organisational integrity. The organisation should be self-sufficient. There are no cardinal 
changes without discovering opportunities in the organisation's own processes, capabilities 
and potential in order to meet changes of the organisational business-environment. The 
organisation has a right to refuse to change but then pitiable results of organisational 
actions and processes should be expected. 
This situation is connected with risk. The situation, as a rule, is vague and 
undetermined. The size of success corresponds with the size of risk. Risk is always present 
in any undertaking and resolute transformation. Risk should be considered not as a source 
of threats and dangers, but as a keystone of organisational success. 
If the organisation and its members have aspirations, purposes and desires of 
achieving success it can always find efforts, opportunities and methods in order to make 
active, creative actions. It necessary to remember that it is only the beginning and the 
future of the organisation depends on this beginning. 
If this situation of organisational development is not realised by serious actions and in 
the growth of organisational activity it means that the protective organisational mechanisms 
are so great that they do not allow the organisation to take opportunities. It is necessary to 
break trammels of doubt that restrain the organisational potential. Inertia is often shown as 
an aggressive passivity. The organisation should make a choice in favour of actions, not 
justifications. The circumstance gives an opportunity to make an evolutionary break. The 
main requirement for organisational members is not to add personal ambitions, small­
minded and fussy intentions that prevent organisational development. 
4.5.2 Archetype of Limit of Growth of Sociocognitive Activity 
The current organisational situation enables the reconstruction of the organisational 
environment in accordance with organisational purposes, aspirations and needs, because it 
resounds harmoniously with an external rhythm of changes of the business-environment. 
186 
There is no conflict between the organisation and the business-environment to which the 
organisation applies its efforts and capabilities. This should give the organisation not only 
confidence in its activities, but also real opportunities for organisational actions. 
This situation can be called "a rush to success". The organisation intensively 
achieves what has been planned recently. The organisational creative potential assumes 
the most favourable situation for achieving organisational success. It is necessary to 
understand that organisational problems and achieving organisational success can be 
realised by an active interference into the situation. Organisations often do not use 
favourable conditions of this situation because of their indecision and lack of active actions. 
It is necessary to remember that this situation and these favourable circumstances 
will not last forever. In order to use the current favourable conditions and high level of 
creative activity of organisational members the organisation should understand clearly to 
what it aspires: What do We want to achieve? It is necessary to define very precisely up 
until when the organisation should be under these conditions of high levels of activity and 
when the organisation should stabilise the activity of organisational members and 
organisational processes. This allows using the potential of this situation completely. 
Nevertheless, if the organisation continues to act without any caution these favourable 
circumstances of organisational development can be followed by conflicts within the 
organisation, discrepancies with demands of the business-environment and, finally, 
possible financial risks. 
The organisation should identify the focus of its activity and to concentrate on it. The 
situation favours only those organisational programmes and actions which the organisation 
considers as the most important ones on the basis of the analysis of the business­
environment. 
The situation unequivocally brings order, harmony and opportunities for realising 
organisational potential and the potential of organisational members. The organisation 
should follow only what is connected with its purposes. The organisation has no right to 
divert until it achieves its current purposes. After the realisation of opportunities of the 
187 
current situation the organisation becomes stronger and more competitive. It is necessary 
not to miss the opportunities of the current period of organisational existence in order not to 
regret about them later. 
The serious problem is the understanding of organisational purposes what the 
organisation wants and to what it aspires. An organisation often operates not having the 
slightest idea about its real purpose, resulting in something undetermined. The 
organisational members should understand organisational purposes clearly, and not only 
plan and construct these purposes but also aspire to achieve them. These purposes should 
be a part of organisational members' lives. In these circumstances the organisation lays 
down everything at stake and in this way the organisation feels the completeness of its 
existence and development. 
4.5.3 Archetype of Decrease of Sociocognitive Activity 
This situation has a splendid tenet: the size of rewards corresponds with a duration 
and size of organisational efforts. The main forms of organisational efforts that can obtain 
results in this situation are patience, deliberateness of organisational actions and capability 
to take risks for achieving results, but unlike the previous period of organisational 
development at this stage everything cannot be at stake. It is necessary to know the limits. 
These circumstances of organisational development mean a transition of organisational 
programmes from stages of aspirations to the stage of achieving results. They mean an 
ability to finish the current programmes of organisational development constructively: a skill 
to dot the i's. The organisation should analyse what it must finish and what it can develop. 
Many business-consultants interpret these circumstances as primitive favours and in 
this way they disintegrate organisational managers. The organisation settles down. Under 
these circumstances the organisation has an opportunity to realise the process of long-term 
organisational aspirations, but it should not miss other opportunities that are not so obvious 
at the time. The organisation must never be content with what has been achieved. 
Unfortunately, in this situation organisational managers often consider the current period of 
success as a reason to make no effort. 
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It is impossible to develop in a harmonious and natural way if the organisation fails to 
close the fulfilled programmes, projects and schemes. Unfortunately, organisations often 
"drag tremendous tails behind them", because organisational managers cannot abandon 
the organisational past consciously. This process is difficult and painful, but it should be 
done in order to guarantee further organisational growth. Therefore, the organisation must 
make efforts and accomplish those or other programmes and projects in order to release 
resources for new opportunities. This is a very useful skill to be able to close the fulfilled 
programmes. This situation means the time of calculations and disposals. 
This situation symbolises the experience, maturity, crystallisation and formation of 
organisational knowledge. The organisation at this moment is similar to a bee: it can drag 
an armful of flowers doomed to fade, but it can extract nectar from flowers and accumulate 
it and refuse to make wrong actions and continue the fulfilled programmes ("sowing the 
wrong seeds"). 
This is a situation of maximum orderliness: an absolute co-ordination of all 
organ isational parts and a purposeful logic of all organisational actions. The analytical 
consideration helps an understand that everything has its own causes and very often these 
causes can be found in the organisation itself. This is a serious step to consider everything 
as your own true problem and as a result of your own previous activities. Organisational 
managers should understand their own mistakes and causes of these mistakes in order to 
avoid similar mistakes in future. 
Organisational managers should not limit their perception by a superficial area of 
organisational processes. They should realise that there are no casual events and 
circumstances - everything has a value for organisational growth, for strengthening the 
organisational existence. Such an organisation perceives and understands events and 
circumstances in the business-environment as a mirror of its own processes. 
This is a constructive accomplishment of the stage of fulfilled programmes, 
crystallising the organisational experience. It is necessary to make efforts, to study 
processes in the business-environments and the organisation more attentively. This is an 
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important stage of organisational development, the period of achieving results, the time for 
favourable growth and understanding organisational perspectives in new changeable 
conditions. 
4.5.4 Archetype of Inertia of Sociocognitive Activity 
The defence of competitive positions can be achieved due to the balance of 
organisational efforts. This situation means a balanced way and the advice is to co-ordinate 
organisational actions with the processes of the surrounding reality. Organisations are often 
engaged in activities that are not related to organisational development, they aspire to 
unnecessary achievements, they are interested in unnecessary facts and processes. The 
current situation demands that they compare what the organisation is doing now with its 
business-idea and functions in the business-environment. Organisations are successful and 
efficient when every organisational action corresponds to organisational purposes and the 
general direction of organisational development. 
Therefore, organisational managers should decide honestly what is necessary and 
what is unnecessary for organisational o~ganic and balanced development. If something (a 
programme, a project or an aspect of organisational development) is inappropriate for the 
certain period of organisational existence it is important to understand whether the 
organisation really needs it. In any case the correct choice of purposes guarantees hitting 
the mark. At this time the organisation must be co-ordinated and feel its integrity, what is 
necessary and unnecessary, in what direction the organisation should develop and how it 
should operate and act. 
Organisational managers in modern business-conditions are accustomed to 
"explosive" organisational growth: to acquire, to grab and to receive, but there is another 
approach to growth. Organic organisational development is fulfilled with the help of 
developing what the organisation has at this moment. Such an organisation should 
consider its integrity as a principle of organisational development, but not a volume of 
acquisitions. Acquisitions and expansions should be integrated into the organisation 
consistently and patiently not breaking the organisational harmonious balance and 
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development. "Explosive" organisational growth can be dangerous for the organisation 
because if the engages in substantial and frequent acquisition it often can't "digest" all 
these acquisitions and expansions. The organisation, as a result, can be torn apart with 
contradictions and conflicts. Organic organisational development allows the organisation to 
keep its stability and balance and include in its development only what is really necessary 
for its growth and achieving organisational success. The organisation should acquire 
something necessary for further organic and qualitative growth - "it is impossible to use all 
fertilisers and, thus, not to burn the plant". 
The serious temptation is to develop according to the "explosive" way of 
organisational growth. Excessive acquisitions and expansions can break the stream of 
organisational events, shift organisational competitive positions and, as a result, lead to the 
dissatisfaction and problems. On the contrary, organic organisational development is 
accompanied by small reorganisations, undistinguished crises, and calm transformational 
periods. 
How is it possible to define the organic way of organisational development? With the 
help of preferences. The organisation operates in the area of various actions, processes 
and forces that are always directed from something to something. Preferences is a process 
of choices what the organisation needs for its development and what it doesn't need. On 
the basis of the analysis of preferences a broad understanding of internal organisational 
organic development can be identified. When the organisation aspires to identify the zone 
of immediate organisational growth the organisation should use the method of preferences. 
Preferences demand an absolute internal honesty. 
The more responsible and honest organisational managers are concerning 
organisational preferences the more correctly and precisely the organisation chooses the 
direction and components of its development. When an organisational manager uses this 
indicator of preferences and business-risks the organisation develops and overcomes 
difficulties much easier. 
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Organisational actions at this moment are to order what the organisation possesses, 
to identify the processes in the business-environment and to actualise those organisational 
opportunities that are natural for the current period of organisational existence. It is a 
situation of a gradualness and persistence of organisational development. 
4.5.5 Archetype of Uncertainty of Sociocognitive Activity 
The first guideline that should be observed in this organisational situation is to slow 
down. The circumstances mean abilities to cope with limitations, restrictions and shortages. 
Concentration is one of the key conditions of organisational existence at the time. 
Unfortunately, this restricted and limited direction of organisational development is very 
often considered as organisational failure. The circumstances narrow the spectrum of 
opportunities only to one or two business activities, but at the same time giving the full 
freedom of actions in this business activity and in this direction of organisational 
development. Managers typically consider this direction and situation unambiguously. They 
are inclined to consider such a situation of narrow organisational opportunities negatively 
instead of accepting the freedom of organisational actions. 
This situation is ossified and does not allow the organisation to be amorphous or 
scattered in different directions. During this period of organisational existence managers 
begin to complain about difficulties. However, existing in these circumstances of the 
business-environment and the internal organisational environment the organisation learns 
to discipline the use of organisational resources. In this way it requires the analysis of all 
organisational processes, projects, businesses and actions from the viewpoint of their 
perspectives and business-risks. 
Straitened circumstances and restrictions cause a type of resistance in the 
organisation and in the organisational collective. The important task is to investigate these 
causes that allow internal resistance to actions and decisions to be broken and allow the 
rational use of organisational resources. If managers let organisational circumstances take 
their own way then the organisation can lose its potential, resources necessary for future 
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changes and a transition to a possible new business-space and perspectives that open new 
opportunities for a new cycle of organisational development. 
The current period of organisational existence requires the positive motivation. 
Organisational members have no right to feel despondent, as it decreases their abilities to 
act. Only the positive motivation and search for any positive aspects in these circumstances 
help to make changes in the organisation. The situation demands optimism and confidence 
in organisational capabilities to overcome difficulties and problems. 
However, at this moment the circumstances require restraints in external 
manifestations of organisational activities, an accuracy in organisational decisions and 
actions, a readiness to develop regardless of the degree of difficulties and problems. The 
circumstances prevent the organisation from external organisational development, but they 
do not mean a prevention of internal organisational development. Organisational 
development should never stop. Organisations are used to estimate results of their 
activities and development according to external manifestations: finance, resources and 
market shares, but forgetting about organisational internal creative environment and 
processes. At this time organisational efforts should be directed to internal opportunities. 
The organisation continues to resist the chaos in the business-environment that 
forms negative circumstances. These circumstances require restrains and self-limitations, 
on the one hand, and the creativity together with changes of internal organisational 
processes, on the other hand. The circumstances require huge efforts and time, they 
demand changes to erroneous programme of organisational development and forget about 
illusory hopes. But if the organisation constantly postpones these important changes and 
decisions and aspire to these illusory hopes this situation can destroy everything that was 
build based on erroneous forecasts and plans and the erroneous understanding of the 
business-environment. 
The following tenet is appropriate for this situation: difficulties facilitate the 
understanding of the organisational essence and organisational bUsiness. It advises the 
organisation to develop internally, to develop their internal capabilities that can change 
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these negative circumstances of the business-environment and to transform them into new 
organisational opportunities for the organisational growth. 
The straitened circumstances give the organisation an opportunity to jump out of the 
stream of events and reconsider what has already been done. External aspects of 
organisational development will not be successful until the organisation copes with 
problems within itself and until it discovers opportunities and potential within itself. It is the 
time for organisational managers to tell the absolute truth about their organisation ­
pleasant and unpleasant - without being despondent and without pessimism. The task is to 
find the consensus between expectations and necessities, between desires and real needs. 
Otherwise, negative circumstances will last. 
4.6. 	 Archetypal Programme of Organisational Development: 

the Scheme of Implementation 

The theoretical and empirical development of this four-dimensional model of 
organisational archetypes allows managers to make strategic decisions based on the 
aspects that this model identifies: 
.. 	 four dimensions and variables of internal and external environments at a time in 
comparison with other approaches that are mainly concentrated on one or two 
dimensions or variables at a time 
• 	 organisational position in the business-environment and relevant level of 
organisational performance and competitiveness and their changes over time 
• 	 organisational members' psychological characteristics, mental cognitive schemes 
and preferences, behavioural stereotypes and reactions on different situations and 
their changes over time. This analysis of cognitive and social dimensions can be 
very important at the stage of implementation of organisational strategy using a 
variety of programmes and training for overcoming organisational inertia. In turn, 
organisational flexibility and activity can be found in an organisational member and 
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sociocognitive processes due to different types and groups of organisational 
members possessing different levels of flexibility 
• 	 interdependencies between different research dimensions representing internal 
and external organisational environments 
• 	 the prioritasation of organisational opportunities, co-ordination of resources, 
people, systems and mechanism to develop them and the dissemilation of these 
opportunities within an organisation 
The programme of strategy development in order to implement the results of the 
model of archetypes includes four components: 
1. Analysing/Forecasting. The essence of analysing/forecasting is to collect the 
primary information for forming the programme of organisational development. The 
information includes: 
• 	 to research levels of sociocognitive activity of organisational members according 
to the above-described test of organisational internal creative environment 
• 	 the identification of levels of personal motivation 
• 	 on the based of levels of sociocognitive activity of organisational members it is 
necessary to define the current organisational conditions (configuration) and the 
relevant organisational archetype 
2. Planning of the archetypal programme with regard of current conditions and 
current circumstances of organisational development. The strategy should be developed 
using the information of current configuration and organisational archetype as a filter for 
strategic decisions (trends, directions, ideas, opportunities and potentialities) reflecting 
organisational sociocognitive characteristics. The plan reflects the strategy of organisational 
and personal actions to which an organisation and organisational members should adhere 
to achieve organisational and personal purposes. 
3. Dividing the stages (Figure 4.4). During the process of forming archetypal 
programme of organisational development an organisation should consider necessary 
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efforts and tempo of realisation of the programme. It means that it is necessary to formulate 
real time frameworks. The programme sometimes needs some kind of corrections if an 
organisation observes that it is chosen an extremely high tempo of its development. 
Cbanges 
Results of":a month 
R.esults o£ a vveek 
Plan of'" Organisational 
Develop:rnen1: 
Long-term plans 
Year plans 
ACTual stat:e o£ a:ff'airs 
Quarter plans 
Month plans 
Week plans 
Figure 4.4 Plan of organisational development 
4. Analysis of results. Then it is important to analyse its results of the 
implementation and how the implementation of suggestions of organisational archetypes 
influenced organisational development and performance. This information is important for 
making corrections and planning future actions. Therefore, this process of strategy 
development can be presented as follows: analysis - implementation -analysis. 
Organisational development is a dynamic, evolutionary, process. Therefore, the 
model of archetypes and its implementation are considered not only as a tool for 
developing strategiC decisions but also as a tool for diagnosing current organisational 
conditions of organisational internal and external environments. 
4.7 Conclusions 

The purpose of the present research is threefold: 

• 	to examine the concept of archetype in order to provide a satisfactory definition and 
description 
• 	to assess the empirical relevance of the configurational approach 
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• 	to review and develop the theoretical and methodological issues involved in researching 
the configurational approach 
The research stresses the need to adapt a system approach to the study of 
organisational development based on the configurational approach and to recognise 
archetypes 'as providing the basis of patterns, The findings give support to the ideas that 
archetypes exist as intellectual constructs and that organisations tend to seek to organise 
their structures and systems (configurations) in terms of the archetypes. During this 
research important issues for subsequent research efforts aimed toward understanding 
organisational development have been considered: 
1.An organisation is a system developing over time that has its beginning and its end; 
organisational development is a discrete process 
2. The universal criterion of difference between organisations can be sociocognitive activity 
of their organisational members 
3.Sociocognitive activity is a behavioural attribute perceived as an aspiration to achieve the 
planned organisational targets. Psychologically sociocognitive activity is an impulse of 
sub-consciousness which is opposite to an instinct of self-preservation. Sociocognitive 
activity can be identified as a function of organisational conditions. It can be compared 
with the frequency of events of organisational development and the number of sub­
systems in an organisation 
4. The stable condition of an organisation is interrupted by the appearance of 
sociocognitively active people. At the beginning their number is low, but they are very 
active. They begin to act and in this way they complicate the primary simple 
organisational system creating subsystems and levels in an organisation. This 
complicated system gets a power and expands its presence in the business-environment, 
but such active organisational members are often eliminated from an organisation and 
then sociocognitive activity decreases and organisational system returns in a balance 
stable condition. At the end of organisational development harmonious people and sub­
entrepreneurs dominate in an organisation and an organisation becomes a persistent 
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system which at the stable business-environment exists till a new growth of 
sociocognitive activity or till an organisation disappears. 
5. Objective attributes for identifying initial moments of organisational development: 
• the appearance of active organisational members in a significant number 
• changes of the stereotype of behaviour 
• the increase of organisational activities 
• the increase of the number of organisational members 
• the increase 	of the number of subsystems (departments, branches, affiliated firms) and 
an intra-organisational differentiation of the stereotype of behaviour with the appearance 
of SUbsystem variants 
• simultaneity and continuity of these attributes 
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Chapter 5 Testing and Applying the Four-Dimensional 
Model of Organisational Archetypes 
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5.1 Introduction 
The aim of this chapter is to test the model of archetypes and its 
interdependencies between research dimensions (the business-environment, 
organisational performance and sociocognitive processes within an organisation). The 
mechanism for testing this system of organisational archetypes based on the 
sociocognitive processes developed in Chapter 4 were proposed in Chapter 3: Section 
3.10. 
The purpose of this testing procedure is to examine the following proposition. If 
interdependencies established within the model of organisational archetypes in Chapter 4 
are correct, then it is possible based on the analysis of one of the four dimensions to 
make predictions and suggestions about characteristics of the other dimensions. 
The procedure for testing the model of organisational archetypes (Chapter 3: 
Section 3.10) reflects the research design and research procedure for the cognitive 
dimension as a basis for testing and includes the following steps: 
• to choose four organisations for testing the model 
• to 	 identify levels of personal internal creative environment (Makartsev, 2002) of 
organisational members in the analysed four organisations and based on these levels 
to identify the sequence of dominating types of organisational members for every 
analysed organisation (Chapter 4: Table 4.1) 
• 	to identify the organisational position in the business-environment for every 
organisation using the identified sequence of the dominating types of organisational 
members and established interdependencies between research dimensions in Table 
4.6 (Chapter 4) 
• to apply the research method System "Expert" (Efremov, 2001) proposed in Chapter 
3: Section 3.5 for identifying organisational position of the analysed organisations. 
This research method was originally developed and proposed for the analysis 
organisational performance and contextual dimensions, and on their basis it identifies 
organisational position in the business-environment 
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• to compare organisational position identified based 	on the cognitive dimension and 
interdependencies between the dimensions with organisational position identified by 
the method originally created for identifying this position in the business-environment 
• if the organisational positions 	are similar then suggestions and interdependencies 
between research dimensions established within the process of developing the four-
dimensional model of organisational archetypes are correct. As a result, the model of 
organisational archetypes can be considered as a multi-dimensional tool for 
organisational diagnostics and strategy development. 
This multi-dimensionality creates a broader understanding of the process of 
strategy development and, as a result, the organisational strategy developed in this way 
will be more detailed and reflects not only organisational external environment but also 
organisational internal environment. 
5.2 Case 1: the Analysis of Organisational Development of 
"General" ltd 
"General" Ltd. is a professional contractor in Odessa Region, Ukraine. The 
Customers gain the possibility of projects being managed in accordance with the most 
modern regulations in the building sector. In "General" Ltd the research method for the 
cognitive dimension for identifying levels of sociocognitive activity of organisational 
members (Chapter 3: Section 3.6) is applied for 40 organisational members representing 
all organisational departments and levels of hierarchy (Table 5.1). 
Table 5.1 The description of Participants in "General" Ltd 
The General The Number Respondents-The name of an Number of 	 Respondents-
of 0/0 Non-Organisation Organisational 	 ManagersRespondents managersMembers 
General 102 40 39 29 11 
The results of this test can be found in Table 5.2 and they characterise 
sociocognitive activity of organisational members and organisational internal creative 
environment as a whole. The identification of levels of sociocognitive activity helps to 
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describe the current organisational conditions and circumstances according to the four-
dimensional model of organisational archetypes. 
Table 5.2 Results of test of organisational members in "General" Ltd 
Members of A .v• .:g", for 
the Qualities Analysed every 
Organisation Member1 2 3 4 5 6 7 8 9 10 

1 20 19 16 15 15 21 10 11 16 16 
 15.9 
2 24 22 18 19 19 17 14 17 22 23 
 19.5 
3 23 17 18 14 14 23 11 13 18 15 
 16.6 
-164 13 20 18 21 17 11 12 18 13 
 15.9 
5 14 18 22 19 19 21 10 14 14 18 
 16.9 
6 17 16 18 18 19 19 8 13 17 14 
 15.9 
7 19 24 15 14 21 16 11 10 19 20 
 16.9 
8 24 25 21 20 24 21 15 16 23 24 
 21.3 
9 23 22 14 22 21 14 14 16 16 18 
 18.0 
10 19 14 18 19 20 21 8 14 20 14 
 16.7 
11 21 22 18 14 16 17 12 13 20 19 
 17.2 
12 18 17 20 14 24 21 10 13 18 19 
 17.4 
13 16 15 15 22 20 17 11 11 18 17 
 16.2 
14 15 21 16 13 18 13 12 10 16 17 
 15.1 

15 21 23 20 19 -24 f8 14 16 25 22 
 20.2 
16 12 15 17 20 16 13 10 9 13 14 
 13.9 
17 11 12 13 14 13 12 10 12 10 11 
 11.8 
18 21 22 23 14 14 17 12 14 20 19 
 17.6 
19 14 16 17 15 15 13 9 10 14 13 
 -~& 
20 16 16 17 18 20 16 9 11 17 16 
 15.6 

21 18 14 13 14 13 12 10 8 10 11 
 12.3 
22 15 19 18 16 17 14 12 12 13 18 
 15.4 
23 18 16 21 18 10 12 11 10 12 17 
 14.5 
24 15 17 20 17 11 13 13 14 10 16 
 14.6 
25 12 15 16 19 10 12 11 11 14 20 
 14.0 
26 16 21 17 21 21 16 12 13 14 15 
 16.6 
27 15 18 15 21 20 18 8 9 15 17 
 15.6 
28 13 19 16 21 16 13 10 11 12 15 
 14.6 
29 19 16 22 17 23 22 12 14 21 24 
 19.0 
30 13 14 18 19 16 15 12 9 13 14 
 14.3 
31 14 19 18 22 15 17 10 11 14 18 
 15.8 
32 15 16 17 20 19- 18 12 13 14 19 
 16.3 
33 17 19 16 19 18 18 9 12 17 15 
 16.0 
34 19 18 22 21 20 21 14 15 19 18 
 18.7 
35 15 21 17 19 16 17 12 11 14 15 

.15·7 
36 17 17 14 13 16 17 7 9 13 12 
 13.5 
37 14 17 17 15 17 15 11 14 13 12 14.§ 

38 20 23 19 20 23 16 11 14 18 23 

_1!-_7 

39 23 21 20 22 24 22 12 15 23 21 
 20.3 
40 17 15 22 17 12 13 10 15 11 18 
 15.0 
Average for 17.2 18.3 17.8 17.9 17.6 16.7 11.0 12.4 16.1 17.0 
all Qualities 
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Consequently, the results for every organisational member are compared with the 
distribution of prospective opportunities (Chapter 3: Table 3.20). On the basis of the 
results described above concerning the test of organisational members and their levels 
of sociocognitive activity it is possible to distribute the organisational members into 
appropriate groups (Table 5.3) (entrepreneurs, harmonious members and sub-
entrepreneurs), and then to classify them more precisely according to types of 
organisational members (Table 5.4) according to Chapter 4: Tables 4.1 and 4.2. Every 
organisational member according to his/her own level of sociocognitive activity is 
distributed into a relevant group and type that characterise his/her behaviour in the 
organisational collective. The result of this distribution is an identification of the sequence 
of types of organisational members that starts from the dominating type to the type with 
the smallest number of organisational members who can be distributed to this type. 
Table 5.3 Groups of organisational members in "General" Ltd 
Members of the Organisation "General Ltd" (according to the defined 
Groups) 
Entrepreneurs Harmonious Members Sub-entrepreneurs 
11 27 2 
Table 5.4 Types of members and sequence of types in "General" Ltd 
Members ofthe Organisation "General Ltd" (according to the defined Types) 
Name of Types of Organisational The number of organisational Place of Types in 
Members Members Sequence 
7. Self-sacrifice 3 5 
6. Aspiration to Victory 8 3 
5. Aspiration to Success 15 
4. Aspiration to new Knowledge 8 2 
3. Aspiration to prosperity with risk 4 4 
2. Aspiration to prosperity without risk 2 s 
1. Adaptation o 7 
The Sequence of Types 
On the basis of the sequence of types identified of organisational members and 
according to developed changes of these sequences (Table 4.6) every configuration of 
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organisational development corresponds with the appropriate sequence of types of 
organisational members. Thus, the sequence of types defines the current organisational 
situations. 
Therefore, the defined sequence of types for "General" Ltd describes the 
configuration of Growth. According to Table 4.7 this period of organisational development 
is corresponded with organisational Archetype of Growth. Recommendations should be 
applied as a basis for organisational strategy development and successful organisational 
development. Thus, according to the established interdependencies between research 
dimensions and the test of organisational internal creative environment by investigating 
sociocognitive processes within the organisation "General" Ltd it can be suggested that 
the position of "General" Ltd in the business-environment can be described as Forming. 
The final result should be a definition of the relevant organisational archetype that 
is necessary for developing organisational strategic actions corresponded with the 
current and prospective organisational situation. 
5.2.1 The Analysis of the Position of "General" Ltd in the Business­

Environment: the System "Expert" 

Having identified the position of "General" Ltd using the test of organisational 
internal creative environment it was established that the position of this organisation is 
Forming. This was established based on analysing social and cognitive processes within 
the organisation. In order to check the correctness of the four-dimensional model of 
organisational archetypes that allows to establish the position of an organisation in the 
business-environment based on social and cognitive processes it is necessary to conduct 
the analysis of the organisational position in the business-environment based on the 
System "Expert" (Efremov, 2001). This system allows the identification of the 
organisational position based on analysing the organisational business-environment and 
organisational performance. Thus, the analysis of the position with the help of the system 
"Expert" allows checking the correctness and possibilities of the identification of the 
organisational position based on analysing internal organisational creative environment. 
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The research design and research procedure for this method are described in Chapter 3: 
Section 3.5. 
The results of this analysis for "General" Ltd are presented in Table 5.5. 
Table 5.5 The results of the system "Expert" for "General" Ltd 
The Investi ation's Results 
Classifying Category 
Very favourable 
Favourable 1
"General" Ltd 3Quite favourable 
Quite unfavourable 4 
Unfavourable 5 
Ve unfavourable 6 
6 
6 
2 
1 
1 
6 
1 
1 
1 
1 
4 
1 
It can be observed that the positions for "General" Ltd identified by using both 
methods are identical. Accordingly, it is possible to suggest that the four-dimensional 
model can be used not only for describing social and cognitive processes within the 
organisation (the organisational internal creative environment, but also it can be used for 
describing the organisational position in the business-environment. Thus, the next step is 
to propose "General" Ltd's current situation and future perspectives using the system of 
configurations and archetypes within the four-dimensional model. 
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5.2.2 Archetypal Recommendations for Organisational Development of 
"General" Ltd 
The organisational current situation (Configuration of Growth: Chapter 4 para 
4.4.1), which is characteristic for "General" Ltd can be described using the four­
dimensional model of organisational archetypes. The current period of organisational 
development described by the Archetype of Growth (Chapter 4 para 4.5.1) indicates the 
entry into a new cycle of development, and it is very important to look over all possible 
prospects. There are always many more prospects than the organisation dares to 
imagine. The recognition of these opportunities depends on capabilities of the 
organisation and its managers to project the organisational future, but it is not only an 
issue of foreseeing and expecting, but also it is necessary to desire and aspire to the 
planned organisational future. Depending on these aspirations those or other 
organisational realities are being developed. 
The meaning of archetypal recommendations can be explained by the 
following characteristics: 
Situation - cardinal turn 
Challenge - to comprehend the essence of the current moment of the organisational 
existence 
Instruction - to trust your own intuition 
Advice - there is no time for any doubts 

Consolation - anything can happen 

For "General" to develop its integration into the business-environment they can 
use the following strategic options proposed by the System "Expert" concerning the two 
dimensions (organisational performance and contextual) within the four-dimensional 
model of organisational archetypes: 
• 	Market Development: a market development strategy involves selling present products 
or services in new markets. Managers take actions like targeting promotions, opening 
sales offices and creating alliances to operationalise a market development strategy: 
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• 	Product Development: a product development strategy focuses on developing new 
products for currently served markets and customers. The focus is often on 
products/services related to current offering. Sometimes quality variations or new 
models or sizes of products are developed. As part of a product development strategy, 
a company may emphasise getting a product to market quickly, developing a product 
that can be sold at the lowest cost, or developing a product that has the highest level of 
product performance, or developing a product with high levels of product quality and 
reliability. In various situations, product development is constrained by a development 
budget. 
• Vertical Integration: integrating business along 	 the value chain, both upstream and 
downstream, so that one efficiently feeds the other. 
The use of these strategic options allows the organisation to: 
../ to reduce transportation costs if common ownership results in closer geographic 
proximity 
../ improve supply chain coordination 
../ provide more opportunities to differentiate by means of increased control over 
inputs 
../ capture upstream or downstream profit margins 
../ increase entry barriers to potential competitors 
../ gain access to downstream distribution channels that otherwise would be 
inaccessible 
../ facilitate investment in highly specialised assets in which upstream or 
downstream players may be reluctant to invest 

../ lead to expansion of core competencies 

Vertical integration for such an organisation is the best way for fast capitalisation 
of competitive advantages related to its position in the industry and market, if the 
organisation does not have a desire to take a place in the group of leaders. If the 
organisation has the task to become a leader this decision can be supported by market 
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development and product development and also by creating jOint ventures. All these 
strategic options allow for expanding the assortment of products and increasing their 
quality. 
There are important issues that should be taken into account by managers 
according to the sociocognitive processes: 
• 	to pay a close attention to the organisational internal environment (organisational 
culture, relationships within the organisational collective), to staff selection using clearly 
defined criteria for selection. The organisation has a unique opportunity to use its 
sociocognitive potential, the creativity of organisational members should be supported 
and controlled 
• sociocognitive creative activity 	is in full freedom. This freedom must be manageable, 
otherwise because of high level of sociocognitive activity organisational actions and 
processes can transform into chaos 
• there 	are possible conflicts among top-managers due to different perceptions of 
possible future direction of development. Internal conflicts must be overcome; they are 
supported by high levels of sociocognitive activity. One of the possible options for 
overcoming conflicts is to eliminate active organisational members from the 
organisation. 
• all future actions should be planned thoroughly and considerately. The current moment 
is designated for regulating organisational actions directed on increasing the efficiency 
of organisational processes. 
• 	 it is important to create in the organisation conditions of support and cooperation, as 
the success can be achieved only in cooperation. Managers should care more about 
their sub-ordinates. The culture of participating in general organisational matters, not 
avoiding responsibilities, mutual respect and understanding must be developed at the 
moment. 
• 	 the organisation is now in the position that its competitors can't afford to ignore it. 
Therefore, there is a necessity for the organisation to unite organisational targets with 
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s 
organisational actions concerning its competitors. The organisation cannot ignore this 

issue anymore . 

• it is necessary to keep the found internal organisational essence: 
.(' the understand the aspirations (the current and the desired) 
.(' create a sense of urgency 
.(' create and motivate the cooperation within the organisational collective 
.(' the people with high levels of sociocognitive activity model the desired behaviour 
.(' create team working 
.(' remove brake and blockages knowing the sequence of types, dominating types 
in the organisation and their personal purposes 
.(' develop the quality of concentration of attention and ability to plan among 
organisational members 
The use of the above-mentioned archetypal recommendations helps the 
organisation to avoid significant difficulties as they are based on real current 
organisational situations and analyses of organisational members. 
5.3 Case 2: the Analysis of Organisational Development of 
"Partners" Ltd 
"Partners" Ltd. is a company in Odessa Region, Ukraine that is engaged in real­
estate and construction consulting. In "Partners" Ltd the research method for the 
cognitive dimension for identifying levels of sociocognitive activity of organisational 
members (Chapter3: Section 3.6) includes 40 organisational members representing all 
organisational departments and levels of hierarchy (Table 5.6). 

Table 5.6 The description of participants in "Partners" Ltd 

The General Respondents-The Number Respondents-The name of Number of Non-of % Managersan Organisational managersRespondentsOrganisation Members 
68 2540Partners 59 
15 
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The results of this test can be found in Table 5.7 and they characterise 
sociocognitive activity of organisational members and organisational internal creative 
environment as a whole. The identification of levels of sociocognitive activity helps to 
describe the current organisational conditions and circumstances according to the 
systematic framework of the configurational approach and the four-dimensional model of 
organisational archetypes. 
Table 5.7 Results of test of organisational members in "Partners" Ltd 
Members of Qualities Analysed Averagethe for everyOrganisation 
1 
2 
3 
4 
5 
1 
18 
19 
16 
13 
18 
2 
15 
15 
17 
13 
19 
3 
23 
15 
17 
23 
13 
4 
20 
13 
22 
16 
21 
5 
9 
15 
19 
8 
20 
6 
9 
8 
10 
8 
12 
7 
14 
20 
21 
10 
19 
8 
12 
12 
22 
8 
21 
9 
9 
8 
10 
8 
12 
10 
19 
16 
19 
15 
21 
Member 
15.0 
14.2 
17.4 
12.4 
17.5 
6 
7 
8 
9 
10 
11 
12 
21 
19 
13 
18 
12 
13 
15 
15 
15 
13 
21 
16 
17 
17 
19 
14 
22 
18 
17 
20 
16 
14 
21 
16 
20 
18 
21 
18 
15 
21 
9 
8 
10 
10 
13 
10 
9 
8 
10 
9 
9 
7 
20 
20 
11 
17 
16 
16 
19 
16 
21 
10 
17 
15 
17 
18 
10 
9 
8 
10 
9 
9 
7 
18 
18 
15 
16 
12 
15 
14 
15.7 
16.7 
12;9 
15.7 
13.4 
14.7 
14.7 
13 18 19 15 16 14 8 14 17 8 15 14.5 
14 14 14 15 17 14 11 20 18 11 13 14.4 
15 11 12 11 15 13 7 9 14 7 10 11.1 
16 12 16 14 18 16 9 19 19 9 14 14.4 
17 23 22 22 24 21 14 20 23 14 22 20.3 
18 17 21 17 19 15 8 17 18 8 17 1S.7 
19 15 18 18 21 18 10 13 21 10 17 '16.0 
20 17 9 12 14 12 7 17 14 7 10 12.0 
21 13 16 14 17 10 11 13 11 11 21 13.6 
22 18 20 13 17 14 8 14 19 8 18 15.1 
23 18 16 20 19 21 10 22 21 10 22 18.2 
24 13 20 14 13 15 10 16 17 10 17 14.4 
25 18 17 18 20 19 12 16 17 12 18 16.6 
26 15 20 13 14 12 8 13 18 8 17 14.0 
27 18 21 19 21 18 12 18 22 12 20 18.1 
28 14 18 16 17 17 12 15 18 12 18 15.5 
29 19 20 20 21 20 13 20 21 13 19 , 18.7 
30 13 18 16 18 14 14 17 14 14 17 15~0 
31 21 16 18 14 13 9 15 12 9 15 14.1 
32 13 18 12 13 17 12 14 14 12 15 13.6 
33 21 19 16 19 19 12 20 21 12 22 18.1 
34 18 14 11 13 15 9 17 15 9 15 13;5 
35 21 16 16 19 18 8 19 18 8 20 16.5 
36 16 20 19 17 20 9 16 17 9 21 16;7 
37 21 22 22 20 20 7 22 22 7 22 19.2 
38 16 15 17 19 13 9 14 15 9 16 14.2 
39 
40 
21 
14 
18 
20 
19 
13 
16 
15 
16 
15 
12 
9 
18 
14 
17 
17 
12 
9 
21 
18 .' 
16:8 
14;3 
Average for all 17.2 19.3 16.7 18.1 15.5 10.5 16.7 17.9 10.5 17.5 
Qualities 
The results for every organisational member are compared with the distribution of 
prospective opportunities (Chapter 3: Table 3.20). On the basis of the results described 
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above of the test of organisational members and their levels of sociocognitive activity it is 
possible to distribute the organisational members tested into appropriate groups (Table 
5.8) (entrepreneurs, harmonious members and sub-entrepreneurs), and then to classify 
them more precisely according to types of organisational members (Table 5.9) according 
to Chapter 4: Tables 4.1 and 4.2. Every organisational member according to his/her own 
level of sociocognitive activity is distributed into a relevant group and type that 
characterise his/her behaviour in the organisational collective and influences of his/her 
behaviour on organisational performance and development. The result of this distribution 
is an identification of the sequence of types of organisational members that starts from 
the dominating type to the type with the smallest number of organisational members who 
can be distributed to this type. 
Table 5.8 Groups of organisational members in "Partners" Ltd 

Members of the Organisation "Partners Ltd" (according to the defined 

Groups) 

Entrepreneurs Harmonious Members Sub-entrepreneurs 

8 28 4 

Table 5.9 Types of organisational members in "Partners" Ltd 
Members of the Organisation "Partners Ltd" (according to the defined Types) 
inof 
1 
6. Aspiration to Victory 7 4 
On the basis of the sequence identified of types of organisational members and 
according to developed changes of these sequence (Table 4.6) every configuration of 
organisational development is linked with the appropriate sequence of types of 
organisational members. Thus, the sequence of types defines the current organisational 
situations. 
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Therefore, the defined sequence of types for "Partners" Ltd describes the 
configuration of Limit of Growth. According to Table 4.7 this period of organisational 
development corresponds to the organisational Archetype of Limit of Growth. Thus, 
according to the interdependencies established between research dimensions and the 
test of organisational internal creative environment by investigating sociocognitive 
processes within the organisation "Partners" Ltd it can be suggested that the position of 
"Partners" Ltd in the business-environment can be described as the Development. 
Furthermore, on this basis it is necessary to consider the process of organisational 
development according to the four-dimensional model of organisational archetypes in 
order to define the relevant interpretative schemes for every research dimension and to 
describe the configuration of Limit of Growth. The final result should be a definition of the 
relevant organisational archetype (Archetype of Limit of Growth) that is necessary for 
developing organisational strategic actions corresponding with the current and 
prospective organisational situation. 
5.3.2 	 The Analysis of the Position of "Partners" Ltd in the Business­
Environment: the System "Expert" 
Having identified the position of "Partners" Ltd using the test of organisational internal 
creative environment it was established that the position of this organisation is 
Development. This was established by analysing the social and cognitive processes 
within the organisation. In order to check the correctness of the four-dimensional model of 
organisational archetypes it is necessary to conduct an analysis of the organisational 
position in the business-environment based on the System "Expert" (Efremov, 2001). 
This system allows the identification of organisational position based on analysing 
the organisational business-environment and organisational performance. Thus, the 
analysis of the position with the help of the system "Expert" allows checking the 
correctness and possibilities of the identification of the organisational position based on 
analysing internal organisational creative environment. The research design and research 
procedure for this method are desrcribed in Chapter 3: Section 3.5. 
The results of this analysis for "Partners" Ltd are presented in Table 5.10. 
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Table 5.10 The results of the system "Expert" for "Partners" Ltd 
The Investigation's Results 
Classifying Category 
Very favourable 1 
Favourable 2
"Partners" Ltd Quite favourable 3 
Quite unfavourable 4 
Unfavourable 5 
Ve~unfavourable 6 
Micro-conditions of the Organisation 4 
The Estimation of Production System 1 
The Estimation of Financial and Economic Systems 5 
The Estimation of Management System 1 
The Estimation of Marketing System 4 
The Estimation of Organisational Culture 2 
Macro-conditions of the Organisation 1 
The Estimation of Political Conditions 1 
The Estimation of Economical Conditions 2 
The Estimation of Social Conditions , 2 
The Estimation of Technological Conditions 1 
Market Conditions of the Organisation 4 
The Estimation of Market Potential 2 
The Estimation of Market's Structure 2 
The Estimation of Market's Age 3 
The Estimation of Demand's Elasticity 4 
The Estimation of Market's Key Success Factors 3 
··Irid'tisfry Conditions of the Organisation 4 

The. EstiJuation of.Competition' s DYnamics and Structure . 2 ••.·
. 
.. :..THe·Estim:~tion·'ofTbreil.tS of :PotentialC6mpetition . > I" ---.:\ii'; 2 ' ' . 
The Estj;maticmof Status .. OfCustomers 4<· ....•. 
.. 
.;.'t'h~Estwatioribf:StattiS·of Suppliers" •... ; '2'i ~~ 
'.The Estimatiou of Threats of Substitute Products .. ' 4 ...·•··.··.····.· ,,'.' 
The Organisational Position Devel~ment 
. 
It can be observed that the positions for "Partners" Ltd identified by using both 
methods are identical. Accordingly, the four-dimensional model can be used not only for 
describing social and cognitive processes within the organisation (the organisational 
internal creative environment, but also it can be used for describing the organisational 
position in the business-environment. 
Thus, the next step is to propose "Partners" Ltd's current situation and future 
perspectives using the system of configurations and archetypes within the four-
dimensional model. 
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5.3.3 Archetypal Recommendations for Organisational Development of 
"Partners" Ltd 
The organisational current situation (Configuration of Limit of Growth: Chapter 4 
para 4.4.2), which is characteristic for "Partners" Ltd can be described using the four­
dimensional model. This archetype (Archetype of limit of Growth: Chapter 4 para 4.5.2) 
describes organisations that have extremely good macro business-conditions for 
managing its business-activities. However, market and industry conditions are not far 
from ones that can be considered very good. Unfavourable market conditions for an 
organisation can be connected with the fact that an organisation have not reached a 
sufficient share yet or has lost its existing share. It can be caused in the situation when 
the segment of the market where an organisation is operating has not formed completely 
yet. 
The meaning of archetypal recommendations can be explained by the 
following characteristics: 
Situation - understanding the main direction of organisational development 
Challenge - true realisation of organisational potential 
Warning - simple interpretation of organisational events and phenomena of the 
business-environment 
Instruction - pay attention to the organisation and not its competitors 
Advice - do not limit organisational activity at the moment, but identify the end of this 
period of unlimited activity. There is always the end 
Consolation - if this is not a favourable situation what is favourable? 
For developing "Partners" integration into the business-environment the following 
strategic options are proposed by the System "Expert" concerning the two dimensions 
(organisational performance and contextual) within the four-dimensional model of 
organisational archetypes: 
• 	 Market expansion: this strategy consists of a plan concerning how the company aims 
at expanding in the market. The two main market expansion strategies are market 
214 
concentration and market diversification. Organisations that are choosing a market 
concentration strategy are focusing on gaining a large share of the market. 
Companies choosing a market diversification strategy are. on the other hand. 
focusing on gaining a smaller shares but in a larger number of different markets. 
• 	 Vertical Integration: vertical integration - integrating business along your value chain. 
both upstream and downstream. so that one efficiently feeds the other 
• 	 Concentric Diversification: concentric diversification is one type of strategic thrust. 
Concentric diversification focuses on creating a portfolio of related businesses. The 
portfolio is usually developed by acquisition rather than by internal new business 
creation. Product-market synergies are a major issue in creating the portfolio of 
related strategic business units (SBUs). 
• 	 Cooperation Strategy: cooperation strategy is a means of integrating one 
organisation with another for providing the realisation of organisational production 
and service functions as options: mergers and acquisitions. 
The organisation is competitive enough to be able to realise the strategy of market 
expansion. However, this direction of strategy development is more efficient when the 
organisation operates in a mature market that does not require its market development. If 
market development is necessary it is better to use less "warlike" strategies - concentric 
diversification and developing jOint ventures. 
The effect from the viewpoint of improving the position of an organisation will be 
similar to market expansion but a possible weakening of organisational internal potential 
can be observed. 
There are important issues that should be taken into account by managers 
according to the sociocognitive processes: 
• the situation characterises the potential of all-embracing success which influences an 
organisation with the sense of confidence and understanding of self-importance 
• 	it is necessary to learn how to adapt to circumstances and remember that the united 
source can be observed during conflicts. and conflicts play an important role in 
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creating a new form. Managers must learn how to transform conflicts into the source 
of creative energy. 
• it seems to managers that they are completely lost in the surrounding circumstances, 
and they are very nervous about it. At this moment it is important to open their minds 
for new ideas and do not have any prejudices towards anything new. 
• the 	 archetype means the relations of partnership which can be supported by 
integrating other organisations and forming their harmonious integrity 
• suggest a training programme for developing such qualities as purposefulness and 
discipline 
• at this moment the organisation requires a strong leadership. Thus it is necessary to 
establish: core leadership requirements, business drivers impacting the leadership 
effectiveness and what career development is wanted and need according to 
dominating sociocognitive types of organisational members; development of a core 
competence model, identification of the leadership talents in the organisations, 
creation of expectations, and development of leadership training to support it 
The use of the above-mentioned archetypal recommendations helps the 
organisation to avoid significant difficulties within organisational development as they are 
based on real current organisational situations and analyses of organisational members. 
5.4 Case 3: the Analysis of Organisational Development of 
"Materialy" Ltd 
"Materialy" Ltd. is a company in Odessa Region, Ukraine that is engaged in 
producing building materials (especially, pavement tiles). In "Materialy" Ltd the research 
method for the cognitive research dimension for defining levels of sociocognitive activity 
of organisational members (Chapter 3: Section 3.6) includes 40 organisational 
members representing all organisational departments and levels of hierarchy (Table 
5.11). 
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Table 5.11 The description of participants in "Materialy" 
The General The name of Number of The Number of Respondents- Respondents­%an Organisational Respondents Non-managers ManagersOrganisation Members 
Materialy 66 40 61 32 8 
The results of this test can be found in Table 5.12 and they characterise the 
sociocognitive activity of organisational members and the organisational internal creative 
environment as a whole. The identification of levels of sociocognitive activity helps to 
describe the current organisational conditions and circumstances according to the four-
dimensional model of organisational archetypes. 
Table 5.12 Results of test of organisational members in "Materialy" Ltd 
Members of the Qualities Analysed Average for 
Organisation every 
1 2 3 4 5 6 7 8 9 10 Member 
1 12 12 12 18 17 16 16 17 16 15 15.1 
2 14 11 11 18 12 19 13 17 15 15 14.5 
3 12 11 12 12 8 11 15 16 14 12 12.3 
4 17 7 5 10 15 10 8 7 14 11 10.4 
5 10 7 7 13 11 10 12 9 15 10 10.4 
6 16 8 10 14 11 15 16 13 11 13 12.7 
7 11 6 8 10 15 13 15 11 10 11 11.0 
8 13 12 17 14 14 10 15 13 9 12 12.9 
9 18 13 9 17 11 12 11 17 10 13 13.1 
10 16 11 10 19 17 15 14 11 13 14 14.0 
11 14 9 14 16 16 11 12 7 12 11 12.2 
12 10 11 8 11 17 9 13 9 15 10 11.3 
13 14 11 15 15 12 13 14 9 10 16 12.9 
14 11 6 9 19 10 12 11 13 12 11 11.4 
15 12 11 10 11 17 10 12 11 18 10 12.2 
16 16 11 10 19 20 17 21 14 16 15 15.9 
17 16 10 8 13 15 12 14 11 9 13 12.1 
18 23 16 15 18 17 21 20 24 22 20 19.6 
19 16 11 12 20 19 15 21 18 17 17 16.6 
20 14 13 11 15 16 15 12 15 11 14 13.6 
21 9 11 10 14 14 13 11 10 10 11 11.3 
22 15 10 11 14 10 14 10 8 10 11 11.3 
23 13 9 11 9 9 10 8 9 11 9 9.8 
24 11 11 9 19 12 14 9 16 15 13 12.9 
25 13 9 12 18 10 9 17 14 13 12 12.7 
26 12 10 9 24 18 12 17 16 18 15 15.1 
27 12 12 10 19 7 10 8 13 9 11 11.1 
28 12 14 10 17 10 13 13 11 12 12 12.4 
29 15 11 10 12 12 6 10 10 11 9 10.6 
30 14 10 12 16 10 14 10 11 13 12 12.2 
31 14 9 9 14 12 11 12 12 13 12 11.8 
32 11 12 12 22 10 13 14 13 16 14 13.7 
33 12 10 11 15 16 13 9 10 11 12 11.9 
34 12 9 9 16 15 16 14 15 17 14 13.7 
35 14 8 10 15 17 15 11 10 12 13 12.5 
36 12 9 11 14 17 14 8 11 10 12 11.8 
37 11 14 12 15 10 13 10 16 12 13 12.6 
38 14 11 10 12 18 14 13 12 10 13 12.7 
39 13 10 12 19 15 14 8 15 13 13 13.2 
40 15 10 14 22 14 15 16 17 14 15 15.2 
Average for all 
Qualities 13.5 10.4 10.7 15.7 13.7 13.0 12.8 12.8 13.0 12.6 12.8 
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The results for every organisational member are compared with the distribution of 
prospective opportunities (Chapter 3: Table 3.20). On the basis of the above-described 
results of the test of organisational members and their levels of sociocognitive activity it 
is possible to distribute tested organisational members into appropriate groups (Table 
5.13) (entrepreneurs, harmonious members and sub-entrepreneurs), and then to classify 
them more precisely according to types of organisational members (Table 5.14) 
according to Chapter 4: Tables 4.1 and 4.2. Every organisational member, according to 
his/her own level of sociocognitive activity, is distributed into a relevant group and type 
that characterise his/her behaviour in the organisational collective and influences of 
his/her behaviour on organisational performance and development. The result of this 
distribution is an identification of the sequence of types of organisational members that 
starts from the dominating type to the type with the smallest number of organisational 
members who can be distributed to this type. 
Table 5.13 Groups of organisational members in "Materialy" Ltd 
Members of the Organisation "Materialy" (according to the 
defined Groups) 
Entrepreneurs Harmonious Members S u b-entrepreneLir 
1 27 12 
Table 5.14 Types of organisational members in "Materialy" Ltd 
(according to the 
Name of Types of 
Organisational 
Members 
The Number of 
Organisational 
Members 
Place of Types in 
Sequence 
7. Self-sacrifice 0 7 
6. to 6 
5. Aspiration to 
Success 2 5 
1. Adaptation 
The Sequence of 
Types 
4 4 
6 3 
15 
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On the basis of the sequence of types of organisational members identified and 
according to the changes of these sequences (Table 4.6) for every configuration of 
organisational development corresponds with the appropriate sequence of types of 
organisational members. Thus, the sequence of types defines the current organisational 
situations. Therefore, the defined sequence of types for "Materialy" Ltd describes the end 
of the configuration of Inertia. According to Table 4.7 this period of organisational 
development corresponds to the organisational Archetype of Inertia, for which 
recommendations should be applied as a basis for organisational strategy development 
and successful organisational development for future periods. 
According to the established interdependencies between research dimensions and 
the test of organisational internal creative environment by investigating sociocognitive 
processes within the organisation "Materialy" Ltd it can be suggested that the position of 
"Materialy" Ltd in the business-environment can be described as Inertia. Furthermore, on 
the basis of this it is necessary to consider the process of organisational development 
according to the four-dimensional model of organisational archetypes in order to define 
the relevant interpretative schemes for every research dimension and to describe the 
configuration of Inertia. The final result should be a definition of the relevant 
organisational archetype (Archetype of Inertia) that is necessary for developing 
organisational strategic actions corresponding with the current and prospective 
organisational situation. 
5.4.2 	 The Analysis of the Position of "Materialy" Ltd in the Business­

Environment: the System "Expert" 

Having identified the position of "Materialy" Ltd using the test of organisational 
internal creative environment it was established that the position of this organisation is 
Inertia. This was established based on an analysis of the social and cognitive processes 
within the organisation. In order to check the correctness of the four-dimensional model 
of organisational archetypes it is necessary to conduct an analysis of the organisational 
position in the business-environment based on the System "Expert" (Efremov, 2001). 
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This system allows identifying the organisational position based on analysing 
organ isational business-environment and organisational performance. Thus, the analysis 
of the position with the help of the system "Expert" allows checking the correctness and 
possibilities of the identification of the organisational position based on analysing internal 
organisational creative environment. The research design and research procedure for 
this method are described in Chapter 3: Section 3.5. 
The results of this analysis for "Materialy" Ltd are presented in Table 5.15. 
Table 5.15 The results of the system "Expert" for "Materialy" ltd 
The Investi ation's Results 
Classifying Category 
Very fovourlble 
Favourable
"Materialy" Ltd Quite favourable 

Quite unfavourable 

Unfavourable 

Ve unfavourable 

1 
2 
3 
3 

2 

1 

Macro-conditions ofthe Or anisation 1 

The Estimation ofPolitical Conditions 1 

The Estimation ofEconomical Conditions 4 

The Estimation of Social Conditions 2 

The Estimation ofTechnolo icalConditions 1 

Market Conditions of the Or anisation 6 

The Estimation of Market Potential 4 

The Estimation ofMarkefs Structure 2 

The Estimation of Market's A e 
The Estimation of Demand's Elastici 
It can be observed that the positions for "Materialy" Ltd identified by using both 
methods are identical. Accordingly, the four-dimensional model can be used not only for 
describing social and cognitive processes within the organisation (the organisational 
internal creative environment, but also it can be used for describing the organisational 
position in the business-environment. Thus, the next step is to propose "Materialy" Ltd's 
current situation and future perspectives using the system of configurations and 
archetypes within the four-dimensional model. 
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5.4.3 Archetypal Recommendations for Organisational Development of 
"Materialy" ltd 
The organisational current situation (Configuration of Inertia: Chapter 4 para 
4.4.4), which is characteristic for "Materialy" ltd can be described using the four­
dimensional model. This archetype (Archetype of Inertia: Chapter 4 para 4.5.4) is 
characterised by typical actions of organisations that are a concentration of investments 
for expanding organisational activities only in those segments of the market where the 
rate of profit is quite reasonable and the risk is minimal. 
The meaning of archetypal recommendations can be explained by the 
following characteristics: 
Situation - choice 
Challenge - the threat of defeat 
Warning - the organisational potential may be insufficient 
Instruction - to overcome the unwillingness to make a choice 
Advice - to use the mechanism of forecasting and to aCt without haste 
Consolation - correct organisational actions and decisions, to co-ordinate organisational 
development with the processes in the business-environment 
For integrating "Materialy" into its business-environment the following strategic 
options can be used, proposed by the System "Expert" concerning the two dimensions 
(organisational performance and contextual) within the four-dimensional model of 
organisational archetypes: 
• 	 Market expansion: this strategy consists of a plan concerning how the company aims 
to expand in the market. The two main market expansion strategies are market 
concentration and market diversification. Organisations that are choosing a market 
concentration strategy are focusing on gaining a large share of the market. 
Companies choosing a market diversification strategy are on the other hand focusing 
on gaining a smaller shares but in a larger number of different markets. 
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• 	 Horizontal Integration: horizontal growth can be achieved by internal expansion or by 
external expansion through mergers and acquisitions of firms offering similar 
products and services. A firm may diversify horizontally into unrelated businesses 
• 	 Internal Reorganisation: this strategy has two purposes: (1) regrouping a company's 
businesses in order to sell organisational parts and (2) reducing costs of production 
If the competitive organisation comes into the mature market late its position can 
improved only by means of getting its competitors under its control. In other cases if the 
market is still growing, it is expedient to use the strategy of market development. The 
strategy of internal reorganisation is necessary for identifying potentials of organisational 
businesses and the necessity to reduce some of them. The following advantages can be 
achieved: economies of scale, economies of scope, and increased market power 
There are important issues that should be taken into account by managers 
according to sociocognitive processes: 
• 	 it is time for people of like mind and for an ability to work in a harmony within the 
organisational collective 
• 	 a culture of loyalty, commitment, teamwork, dedication needs to pervade in order 
to reduce churn and support their motivation using the present high level of 
sociocognitive activity within the organisation. They need to differentiate 
themselves on the basis of organisational purposes, become an employer of 
choice, and turn the staff into motivated, loyal, raving fans, who live and love the 
organisation. 
• 	 the archetype means the satisfied vanity, it induces to vigilance and constant 
attention especially, during the organisational success. It is necessary to create 
and support new ideas 
• 	 the current organisational processes are being developed under decreasing 
levels of sociocognitive activity within the organisation, therefore, there are 
difficulties for implementing everything new 
• 	 the archetype considers the process of creating new ideas and directions of 
organisational development, but this process should be managed in order not to 
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allow their domination that can lead to internal conflicts. At the same time the 
organisation should not concentrate only on its future as it has the good present 
• 	 propose a training programme for developing such qualities as persistence and 
optimism among organisational members 
• 	 there are internal transforming process, so a chain of organisational problems 
should be considered as a test of the organisational individuality. 
The use of these archetypal recommendations can help the organisation to avoid 
significant difficulties as they are based on real current organisational situations and 
analyses of organisational members. 
5.5 Case 4: Analysis of Organisational Development of "Koltso" 
Ltd 
"Koltso" manufactures ready mixed concrete of every grade; mortars, serial and 
unique reinforced concrete structures, articles made of reinforcing steel and many other 
articles made of concrete and reinforced concrete. In "Koltso" Ltd the research method 
for the cognitive research dimension for identifying levels of sociocognitive activity of 
organisational members (Chapter 3: Section 3.6) includes 40 organisational members 
representing all organisational departments and levels of hierarchy (Table 5.16). 
Table 5.16 The Description of Participants in "Koltso" 
The General The NumberThe name of an Number o( 	 Respondents- Respondents­
of 0/0Organisation Organisational 	 Non-managers ManagersRespondentsMembers 
Koltso 110 40 36 31 9 
The results of this test can be found in Table 5.17 and they characterise 
sociocognitive activity of organisational members and organisational internal creative 
environment as a whole. The identification of levels of sociocognitive activity helps to 
describe the current organisational conditions according to the systematic framework of 
the configurational approach and the model of organisational archetypes. 
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Table 5.17 Results of test of organisational members in "Koltso" ltd 
Members of 
the 
Organisation 1 2 3 4 
Qualities Analysed 
5 6 7 8 9 10 
Average 
for every 
Member 
1 18 24 18 23 18 17 22 22 23 22 20.7 
2 13 20 16 14 13 19 21 15 19 17 16.7 
3 13 14 14 10 14 10 13 17 18 16 13.9 
4 9 12 19 17 7 16 12 10 9 16 12.7 
5 9 15 12 13 9 11 12 14 11 17 12.3 
6 10 16 18 13 12 14 17 18 15 13 14.6 
7 8 12 13 17 10 14 15 17 13 12 13.1 
8 11 13 15 16 9 15 12 17 9 11 12.8 
9 15 19 20 13 11 14 14 13 19 12 15.0 
10 13 21 18 19 12 12 17 16 13 15 15.6 
11 11 18 16 18 9 9 13 14 9 14 13.1 
12 13 13 12 19 10 7 11 8 11 17 12.1 
13 7 17 12 13 4 15 15 16 11 12 12.2 
14 8 21 13 12 11 9 14 13 15 14 13.0 
15 7 10 8 12 6 8 9 11 10 7 8.8 
16 6 18 15 19 9 13 16 20 13 15 14.4 
17 9 12 15 14 7 19 11 13 10 8 11.8 
18 8 10 15 9 7 12 13 12 16 14 11.6 
19 10 19 15 18 11 15 14 20 17 16 15.5 
20 12 14 13 15 10 13 14 11 14 10 12.6 
21 13 16 11 16 12 11 15 13 12 12 13.1 
22 12 16 17 12 13 12 16 12 10 12 13.2 
23 11 11 11 11 9 8 9 10 11 10 10.1 
24 13 21 13 14 11 11 16 11 18 17 14.5 
25 11 20 15 12 14 9 11 19 16 15 14.2 
26 12 26 14 20 11 17 14 19 18 20 17.1 
27 14 21 14 9 12 9 12 10 15 11 12.7 
28 15 18 13 11 11 11 14 14 12 13 13.2 
29 12 13 9 10 11 6 7 11 11 12 10.2 
30 11 17 15 11 13 11 15 11 12 14 13.0 
31 10 15 15 13 10 16 12 13 13 14 13.1 
32 13 23 12 11 13 13 14 15 14 17 14.5 
33 11 16 13 17 12 11 14 10 11 12 12.7 
34 10 17 13 16 10 18 17 15 16 18 15.0 
35 9 16 15 18 11 14 16 12 11 13 13.5 
36 10 15 13 18 12 10 15 9 12 11 12.5 
37 15 16 12 11 13 13 14 11 17 13 13.5 
38 12 13 15 19 11 16 15 14 13 11 13.9 
39 11 20 14 16 13 16 15 9 16 14 14.4 
40 11 23 16 15 15 18 16 17 18 15 16.4 
Average for 
all Qualities 
11.2 16.8 14.2 14.6 10.9 12.8 14.1 13.8 13.8 13.8 13.6 
The results for every organisational member are compared with the distribution of 
prospective opportunities (Chapter 3: Table 3.20). On the basis of the results of the test 
of organisational members and their levels of sociocognitive activity described above it is 
possible to distribute organisational members into appropriate groups (Table 5.18) 
(entrepreneurs, harmonious members and sub-entrepreneurs), and then to classify them 
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more precisely according to types of organisational members (Table 5.19) according to 
Chapter 4: Tables 4.1 and 4.2. Every organisational member according to his/her own 
level of sociocognitive activity is distributed into a relevant group and type that 
characterise his/her behaviour in the organisational collective and influences of his/her 
behaviour on organisational performance and development. The result of this distribution 
is an identification of the sequence of types of organisational members that starts from 
the dominating type to the type with the smallest number of organisational members who 
can be distributed to this type. 
Table 5.18 Groups of organisational members in "Koltso" Ltd 
Members of the Organisation" Koltso" (according to the defined 
Groups) 
Entrepreneurs Harmonious Members Sub-entrepreneur 
2 24 14 
Table 5.19 Types of Organisational Members in "Koltso" Ltd 
Members of the Organisation" KOL TSO" (according to the 
defined T es) 
Name of Types of The Number of Place of Types in 
Organisational Organisational Sequence 
Members Members 
7. Self-sacrifice 7 
6. Aspiration to Victory 1 6 
5. Aspiration to 3 5Success 
4. Aspiration to new 8 4Knowled e 
3. Aspiration to 13 1prosperit with risk 
2. Aspiration to 9 2 ros erit without risk 
1. Adaptation 5 3 
The Sequence of 
Types 
On the basis of the sequence of types of organisational members identified and 
according to the changes of these sequences over time during organisational 
development (Table 4.6) every configuration or transformation of organisational 
development corresponds with the appropriate sequence of types of organisational 
members. Thus, the sequence of types defines the current organisational situations 
(configuration or transformation of organisational development). 
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The defined sequence of types for "Koltso" Ltd is the configuration of decrease. 
According to Table 4.7 this period of organisational development corresponds with 
organisational Archetype of Decrease of Sociocognitive activity within an organisation,for 
which recommendations should be applied as a basis for organisational strategy 
development and successful organisational development for future periods. Thus, 
according to the established interdependencies between research dimensions and the 
test of organisational internal creative environment "Koltso" Ltd it can be suggested that 
the position of "Koltso" Ltd in the business-environment can be described as Maturity. 
Furthermore, on this basis of it is necessary to consider the process of organisational 
development according to the four-dimensional model of organisational archetypes in 
order to define the relevant interpretative schemes for every research dimension and to 
describe the configuration of Decrease. The final result should be a definition of the 
relevant organisational archetype (Archetype of Decrease) that is necessary for 
developing organisational strategic actions corresponded with the current and 
prospective organisational situation. 
5.5.1 	The Analysis of the Position of "Koltso" Ltd in the Business­

Environment: the System "Expert" 

Having identified the position of "Koltso" Ltd using the test of organisational 
internal creative environment it was established that the position of this organisation is 
Maturity. This was established based on an analysis of the social and cognitive 
processes within the organisation. In order to check the correctness of the four­
dimensional model of organisational archetypes that allows the establishment of the 
position of an organisation in the business-environment based on social and cognitive 
processes it is necessary to conduct an analysis of the organisational position in the 
business-environment based on the System "Expert" (Efremov, 2001). This system 
allows identifying the organisational position based on analysing organisational business­
environment and organisational performance. Thus, the analysis of the position with the 
help of the system "Expert" allows checking the correctness and possibilities of the 
identification of the organisational position based on analysing the internal organisational 
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creative environment. The research design and research procedure for this method are 
desrcribed in Chapter 3: Section 3.5. 
The results of this analysis for "Koltso" Ltd are presented in Table 5.20. 
Table 5.20 The results of the system "Expert" for "Koltso" Ltd 
The Investigation's Results 
Classifying Category 
Very favourable 1 

Favourable 2

"Koltso" Ltd Quite favourable 3 

Quite unfavourable 4 

Unfavourable 5 

Very unfavourable 6 

Micro-conditions of the Organisation 1 

The Estimation of Production System 3 

The Estimation of Financial and Economic ~stems 1 

The Estimation of Management System 1 

The Estimation of Marketing System 1 

The Estimation of Organisational Culture 1 

Macro-conditions of the Organisation 1 

I 
 The Estimation of Political Conditions 4 

The Estimation of Economical Conditions 1 

The Estimation of Social Conditions 3 

The Estimation of Technological Conditions 1 

Market Conditions of the Or~anisation 1 

The Estimation of Market Potential 1 

The Estimation of Market's Structure 2 

The Estimation of Market's Age 1 

The Estimation of Demand's Elasticity 4 

The Estimation of Market's Key Success Factors 3 

Industry Conditions ofthe Or~anisation 4 

The Estimation of Competition's Dynamics and Structure 2 

The Estimation of Threats of Potential Competition 2 

The Estimation of Status of Customers 2 

The Estimation of Status of SUQPliers 5 

The Estimation of Threats of Substitute Products 4 

The Organisational Position Maturity 

It can be observed that the positions for "Koltso" Ltd identified by using both 
methods are identical. Accordingly, the four-dimensional model can be used not only for 
describing social and cognitive processes within the organisation (the organisational 
internal creative environment, but also it can be used for describing the organisational 
position in the business-environment. Thus, the next step is to propose "Koltso" Ltd's 
current situation and future perspectives using the system of configurations and 
archetypes within the four-dimensional model. 
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5.5.2 Archetypal Recommendations for Organisational Development of 
"Koltso" 
The organisational current situation (Configuration of Decrease: Section 4.4.3 and 
Archetype of Decrease: Section 4.5.3), which is characteristic for "Koltso" Ltd can be 
described using the four-dimensional model. Excellent macro and micro business­
conditions together with a very good position of an organisation in the market and 
industry remove all doubts concerning the important role of the organisation in this 
business. The main task of such an organisation is to concentrate all organisational 
efforts on keeping its advantages. It requires certain actions that may be accompanied 
by investments in order to defend the market and industry from competitors, and also 
investments into its own development are necessary in order to support the required 
structure of profits. 
The meaning of archetypal recommendations can be explained by the 
following characteristics: 
Situation - favourable undertaking 
Challenge - patience 
Warning - pay attention to the efficiency of organisational processes 
Instruction - the form of the organisational participation in the business-environment is 
being changed 
Advice - pay attention to new opportunities of organisational development (programmes 
and projects) 
Consolation - it must be done 
For "Koltso" to develop its integration into the business-environment they can use 
the following strategic options proposed by the System "Expert" concerning the two 
dimensions (organisational performance and contextual) within the four-dimensional 
model of organisational archetypes: 
• 	 Product Development: a product development strategy focuses on developing new 
products for currently served markets and customers. The focus is often on 
I 
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products/services related to current offering. Sometimes quality variations or new 
models or sizes of products are developed. As part of a product development 
strategy, a company may emphasize getting a product to market quickly, developing 
a product that can be sold at the lowest cost, or developing a product that has the 
highest level of product performance, or developing a product with high levels of 
product quality and reliability. In some situations, product development is constrained 
by a development budget. 
• 	 Market Development: a market development strategy involves selling present 
products or services in new markets. Managers take actions like targeting 
promotions, opening sales offices and creating alliances to operationalise a market 
development strategy. 
• 	 Concentric Diversification: concentric diversification is one type of strategic thrust. 
Concentric diversification focuses on creating a portfolio of related businesses. The 
portfolio is usually developed by acquisition rather than by internal new business 
creation. Product-market synergies are a major issue in creating the portfOlio of 
related strategic business units (SBUs). 
• 	 Horizontal Integration: horizontal diversification - moving into more than one industry; 
the new business usually somehow relates to the existing one, although a few 
conglomerates instead pursue a strategy of unrelated diversification 
In this case the strategy of horizontal integration with competitors and market 
development allow keeping positional advantages in the industry and market. Product 
development and concentric diversification create preconditions for keeping its existing 
technological advantages. There are important issues that should be taken into account 
by managers according to sociocognitive processes: 
• 	 this is a time for "internal inventory making" and it is important to investigate further 
plans and intentions. This period of organisational development is related to 
overcoming difficulties and pressure in the organisational existence. Managers 
should learn how to overcome problems, solve complex tasks and use limited 
amount of sociocognitive activity within the organisation. It is time for mergers and 
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acquisition but it is necessary to observe the organic way of organisational 
development. A special attention should be paid to sociocognitive aspects of merger 
and acquisition 
• 	 key aspects at the moment are inspirational leadership, clarity of vision, morale and 
attitude in the organisational collective, organisational design and capability 
considering perspectives of concentric diversification 
• 	 a cultural change programme should be developed, which ensured that the best of 
the "old" and the best of the "new" are combined in order to establish an overall 
culture of excellence. All members of the organisation, from the top-management 
downwards, should have the opportunity to input into this plan, be listened to and to 
feel part of the process. Achievable targets need to be set with regards to productivity 
and a culture of positive motivation is introduced. Each separate operational area 
should have its own leadership team, its own vision for the future and the ability to 
drive that forward. 
• 	 propose a training programme of actions for developing such qualities as perception 
of new ideas and readiness to risk 
• 	 effective communication is of paramount importance. It is necessary to ensure that all 
communication is clearly understood by all parties. The process should be one of 
cascade and involvement, from top to bottom, thus providing great depth of 
knowledge and awareness throughout the organisation. Rules of behaviour should be 
established, team charters should be drawn up and bought into, strategy is now firmly 
in place and there is no doubt in anyone's mind about the future direction of the 
organisation. 
5.6 Conclusions 
The empirical research undertaken in this chapter supports the view that the four­
dimensional model of organisational development has much to offer in organisational 
development. In comparison with the "System Expert" which is a consulting procedure 
representing the classical perspective paradigm and analyses only two dimensions in the 
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process of strategy development (contextual and organisational performance) The Four­
Dimensional Model of Organisational Archetypes allows the analysis of four dimensions 
at a time (social, cognitive, contextual and organisational performance) and integrating 
prescriptive and descriptive paradigms with their approaches within one theoretical 
structure of configurational approach to strategy development. The clear advantage of 
the model of archetypes is that it identifies the direction of strategy development and 
organisational changes by investigating not only the organisational external environment 
but also processes in the organisational internal environment that reflects requirements 
of the modern business-world mentioned in Chapters 1 and 2. 
Consequently, paying attention to the internal environment can also help 
managers, strategists or consultants at the stage of implementing the developed strategy 
as the model gives the knowledge about possible aspects of resistance to changes 
based on the sociocognitive characteristics (types and groups of organisational 
members, stereotypes of behaviour and different reactions in transformational situations) 
dominating within the organisational collective. 
Thus, it can be useful for strategy development due to the variety of aspects of 
organisational development analysed by it. Specifically, it might help with: 
• analysing 	 and understanding the diversity and the interactions in organisational 
development 
• distinguishing and contrasting the dominant types of organisational changes according 
to dominant types of organisational members and levels of sociocognitive activity 
• designing methods creatively to address the diversity and interactions 
Strategy development is defined by organisational internal creative environment 
and sociocognitive processes, and consequently: 
• sociocognitive activity is the main driving force of self-improvement and organisational 
development 
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• the 	 process of organisational transformation in order to break the inertia of 
organisational development is carried out through the growth and development of 
sociocognitive activity 
• different levels of sociocognitive activity (low and high) 	are appropriate for different 
periods of organisational development that are identified by organisational purposes 
• sociocognitive activity has a spasmodic character 
• organisational development and changes of sociocognitive process is connected with 
the business-environment 
• organisational 	 development is carried out within the frameworks of the united 
organisational integrity that concerns all organisational elements 
• the 	 successful achievement of organisational and personal purposes favours 
successful organisational development in future 
• all the factors that influence sociocognitive processes (sociocognitive activity) favour 
organisational transformations and organisational development 
Thus, the practical realisation of the four-dimensional model of organisational 
archetypes can be considered through sequence of actions: 
1. Researching and defining sociocognitive activity organisational members and the 
organisational internal creative environment 
2. Identifying and describing periods of transformation and configuration in the process of 
organisational development 
3. Researching and describing characteristics of the business-environment 
4.ldentifying 	and describing appropriate organisational archetypes that are correlated 
with periods of transformations and configurations of organisational development 
5. Formulating an archetypal programme that is appropriate and characteristic for internal 
and external factors and for the current organisational essence. 
These all point to the importance of inquiring into the configurational approach and 
four-dimensional model of organisational development by using systems perspectives 
according to changes of sociocognitive activity. 
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Chapter 6 Summary, Conclusions and Future Research 
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6.1 Introduction 
This chapter begins with summarising the thesis through restating the objectives and 
major outcomes of each chapter. The contribution to the domain of study are then 
concluded. Finally, suggestions are made for future research. 
6.2 Summary and Conclusions 
Chapter 1 provides an introduction into this study by explaining the reason for 
conducting this research, defining general purposes and objectives of the research and 
outlining the structure of the thesis. A research question commonly found in strategic 
management is the need for concepts of strategy development that are suitable for an 
increasingly turbulent business environment. This environment requires constantly evolving 
strategies and operations. Despite this, few organisations appear to have the internal 
environment to ensure that their development continue to reflect this dynamism. 
In modern business conditions effective corporate strategies increasingly depend on 
the understanding and deployment of intellectual resources rather than simply on the 
management of physical assets because financial indicators of business success are no 
longer sufficient (Kaplan and Norton, 1996). Organisations have to analyse not only their 
business environment but also pay an attention to their internal environment at all levels 
(individual, group and organisational levels) and have to assess new indicators beyond 
conventional financial results in order to succeed. Such indicators are four research 
dimensions: social dimension; cognitive dimension; organisational performance dimension; 
and contextual dimension. This study has been directed at researching the content of 
strategy by investigating how changes in sociocognitive processes at individual, group and 
organisational levels influence strategic decisions. The configurational approach is used as 
an integrative framework. This study has made an attempt to consider how the idea of 
archetypes as a final and basic concept of the configurational research formed on the 
sociocognitive basis contribute to the understanding of strategy development. 
= 
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The conclusions presented here are drawn from both the theoretical analysis and 
empirical findings. 
6.2.1 The Systematic Framework of the Configurational Approach 
Chapter 2 provides the development of the systematic framework of the 
configurational approach based on the segment model of scientific knowledge (Krushanov, 
1997; Section 2.13). The specifications and additional differentiations of the model set the 
elementary elements of which the familiar concepts of the configurational approach are 
formed. These are a configuration and transformation, an archetype, conditions, the 
interpretative schemes and the phase portrait (alternation of organisational conditions in the 
defined sequence). In other words, an organisation is a set of different segments which are 
defined according to time sequence and change in the central themes. By identifying 
common configurations and transformations and then exploring their internal 
complementarities it is possible to go beyond an approach of considering one variable at a 
time. 
Thus, the segment model is a powerful tool to frame important terms of the 
configurational approach consistently and methodically. The use of this systematic 
framework of the configurational approach and the four research dimensions gives 
opportunities to develop the four-dimensional model of organisational archetypes (Section 
2.14). 
The development of a complex and dynamic configuration model that explains how 
organisational characteristics operate individually and how they operate in configurations 
under the influence of archetypes helps in the understanding of an organisation as a 
complex and dynamic system. Hence, this research model explains the issue of formation 
of archetypes and their changes over time under influences of changes in sociocognitive 
processes. 
The proposed model of organisational archetypes enables the organisation (its 
managers) to use these strategic recipes for developing strategy and overcoming the 
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difficulties connected to configurational transformations. Further, the development of the 
system of archetypes yield exciting new interrelations of configurational terms and tools that 
specifically apply in the assessment of organisations and their performance (Kirkpatrik and 
Ackroyd, 2003). These new interrelations and the systematic 'framework allow critical issues 
to be dealt with that cannot be dealt adequately by other strategic approaches (Mahoney, 
1993; Porter, 1996; Miller, 1999; Hamel, 2000). 
At the same time, the application of new interrelations creates challenges that the 
configurational approach must overcome to be effective. It is the integrated nature of the 
configurational approach that makes the field valuable. Configurational research 
investigates issues that do not arise within paradigms of other strategic approaches, 
ranging from how organisational configurations influence organisational performance to 
why organisations undertake particular patterns of organising (archetypes). It investigates 
whatever is important about how organisations transform toward particular patterns of 
organising (archetypes) and toward different levels of organisational performance over 
time. 
The suggestion of the systematic framework of the configurational approach to 
strategy development allows at least a partial solution of existing dilemmas in 
configurational theory. 
Firstly, the dilemma of the differences between configurations and archetypes. The 
systematic framework suggests a clear difference in definitions and in the essence of these 
concepts. An organisational archetype is an overall pattern of organisational actions for 
certain conditions that determine the way of the integration of organisational attributes 
(research dimensions) that creates a consistency and completeness of relations between 
them. Organisational archetypes are considered as inherited patterns of thinking and 
behaving. These inherited patterns provide collective images that shape the essence of any 
organisation and how they work and operate. At the same time, the configuration is 
considered as dependent on archetypal influences and the configuration is a set of dynamic 
and specific organisational attributes (research dimensions), which are meaningful 
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collectively rather than individually and are arranged and fit together according to 
archetypal influences. 
Secondly, the dilemma concerning the stability and changes of archetypes. The 
systematic framework suggests the usage of the notion of "switching between archetypes" 
that reflects an ability of an organisation to switch from one archetype to another archetype 
that is more relevant for the changed conditions of external and internal organisational 
environments. This notion of switching reflects the notion of stability (the archetypes 
remains stable) and also reflects the notion of change (the old archetype gives place to a 
new one and in this wayan organisation adapts to the changed conditions). 
Thirdly, the dilemma of incremental and revolutionary changes. These two ways of 
organisational changes can form together two parts of the development of organisations ­
discontinuity (revolutionary changes) reflects switching between archetypes, revolutionarily 
due to changes in conditions of the organisational environment, and continuity (evolutionary 
changes) reflects small incremental changes within configurations. These incremental (step 
by step) changes accumulate and may result in a necessity and expediency for an 
organisation to switch from one organisational archetype to another (i.e. revolutionarily). 
6.2.2 Methodological Framework of Configurational Research 
Chapter 3 provides the methodological framework for this research in order to 
develop the four-dimensional model of organisational archetypes on the basis of 
sociocognitive processes at the following levels: 
• the individual level: the development of types of organisational members based on 
sociocognitive characteristics. Organisations do not present monolithic, single cultures and 
there are more than one cultural tendency in a Single firm . 
• the group level: the identification of groups of organisational members based on the 
types and range of types of organisational members 
237 
• the organisational level: the formation of configurations and then organisational 
archetypes based on the domination of different groups of organisational members and 
characteristics of the business-environment at different periods of time 
Developing the research in this way correlates with the logical structure of 
configurational research (Doty et ai, 1993) that includes modelling the sociocognitive basis, 
modelling fit between research dimensions (the business-environment, sociocognitive 
processes and organisational performance), and modelling configurations and 
organisational archetypes as an integration of research dimensions for constructing the 
four-dimensional model of organisational archetypes. 
Modelling the sociocognitive basis includes the use of the constructivist perspective 
(Weinstein and Rogers, 1985; Stahl, 1992; Phillips, 1995; Jankowicz, 2003) the approaches 
to organisational identity (Whetten and Godfrey, 1998), and system analysis (Stacey, 1996; 
Clippenger, 2000; Pavard and Dugdale, 2005; Yolles, 2000; Steel, 2005). It investigates an 
organisation as a sociocognitive phenomenon, the sociocognitive constitution of 
organisational changes and purposes and an organisational member as an agent of 
organisational development. As a result, groups and types of organisational members are 
characterised, representing different sub-cultures and tendencies within an organisation 
according to their sociocognitive characteristics (perception of new ideas, persistence, 
optimism, tolerance of uncertainty, readiness to risk, purposefulness, ability to plan, 
disCipline, confidence, concentration) (Makartsev, 2002). 
Modelling fit between research dimensions has the purpose of identifying the 
interdependencies of changes in organisational social and cognitive processes with 
changes in organisational performance and the business-environment in. In other words, 
the purpose of the modelling fit is to identify a snapshot of characteristics of the research 
dimensions' at a time within a specific area and industry to identify patterns of 
interdependencies between research dimensions. The investigation concerning this fit 
between research dimensions was conducted based on 51 Ukrainian and Russian 
organisations. This investigation for every organisation consisted of three research phases. 
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The first phase of modelling fit between research dimensions is to analyse 
organisational performance and organisational position in the business-environment 
(organisational performance dimension and business-environment dimension) with the help 
of the system "Expert" proposed by Efremov (2001). Tris system gives an opportunity to 
describe and investigate macro-conditions, micro-conditions, industry conditions and 
market conditions for an organisation. The result is an identification of the organisational 
strategic position (forming, development, maturity, decrease and uncertainty). 
The second phase of modelling fit between research dimensions is to analyse 
organisational cognitive processes based on the sociocognitive characteristics of 
organisational members. For identifying the sociocognitive characteristics of organisational 
members a questionnaire comprising 55 questions was developed based on the standard 
procedure of the Theory of Integral Energy-Structural Consciousness of a Person 
(Makartsev, 2002). These sociocognitive characteristics influence the formation of 
organisational internal creative environment. Levels of sociocognitive activity of 
organisational members and an organisation as a whole determine a flexibility of social and 
cognitive processes within the frameworks of this research. It is difficult to cultivate a good 
harvest without specified knowledge concerning the terms of sowing, irrigation and other 
agriculture rules and laws. The same can be applied to sociocognitive activity and internal 
creative environment: it is important to know its leveland ways of decreasing or increasing 
it. This knowledge depends on different organisational situations, conditions and purposes. 
The third phase of modelling fit between research dimensions was to conduct inquiry 
in interrelationships between organisational members within the organisational collective 
(the social dimension) with the purpose of identifying the dominating stereotype of 
behaviour. This pahse drew from group interviews (Stewart and Shamdasani, 1990; 
Kreuger, 1988) (10-12 people) in every organisation. 
The analysis of the business-environment, organisational performance, social and 
cognitive processes was conducted on 51 Ukrainian and Russian organisations according 
to the above-mentioned research framework. As a result, there is a set of different 
snapshots reflecting different interdependencies between research dimensions. 
" 
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The sociocognitive basis and the snapshots of research dimensions allow the 
construction of configurations and organisational archetypes by using structural and 
functional research methods and the system dynamics research method. 
6.2.3 The Four-Dimensional Model of Organisational Archetypes 
Chapter 4 provides a fuller understanding of configurational approach to strategy 
development and organisational archetypes by the theoretical development of the model of 
organisational archetypes with a four-dimensional perspective. The process of modelling is 
conducted according to three stages of configurational research: suggesting the 
sociocognitive research basis, identifying interdependencies between the research 
dimensions (social, cognitive, contextual and organisational performance dimensions) and 
constructing configurations and archetypes. 
This model of organisational archetypes was developed through: 
• 	 modelling the sociocognitive research basis (individual, group and organisational 
identities) (Section 4.2). This section is directed at modelling the sociocognitive 
research basis. This basis describes an important role of social and cognitive 
processes and their influences on organisational purposes, strategy and development. 
These influences are realised through the domination of various personal qualities, 
schemes, preferences of organisational members and interpersonal relations within the 
organisational collective. 
• 	 establishing interdependencies between the analysed research dimensions (the 
business-environment, organisational performance and sociocognitive processes within 
an organisation) (Section 4.3). Modelling fit has a purpose to make a "snapshot" of the 
dimensions' characteristics in the analysed organisations (Chapter 3: Table 3.2) at one 
time, one area and one industry in order to create a foundation for finding a pattern of 
relations between the dimensions 
• 	 modelling equifinality in terms of organisational configurations (Section 4.4). These 
configurations of research dimensions' characteristics describe relations between 
240 
organisational position in the business environment, levels of organisational 
performance and sociocognitive processes. They explain how different levels of 
sociocognitive activity and intensity of sociocognitive processes reflect differences in 
changes of environmental conditions (organisational position) in the process of 
transforming configurations and re-arranging research characteristics. 
• 	 modelling archetypes (Section 4.5). Organisational archetypes represent instinctive 
directions of development, idealised schemes of behaviour which can be expected, 
opportunities of ideas and potentialities and they chose a paradigm in which a decision 
should be made. Therefore, the task of developing organisational archetypes is to 
suggest these directions, trends and opportunities that give a basis for developing the 
organisational strategy within the current characteristics of sociocognitive processes, 
the business-environment and organisational performance. In other words, archetypes 
propose a filter for strategic decisions and consequently explain different arrangements 
of organisational characteristics in different ways in different configurations. 
The findings give support to the ideas that archetypes exist as intellectual constructs 
and that organisations tend to organise their structures and systems (configurations) in 
terms of the archetypes. Defining the system of archetypes in this way is a departure from 
the more common treatment of configurations as disembodied attributes of organisations 
related in an adaptive way to context and performance. Sociocognitive processes are not 
neutral instruments but intentions, aspirations and purposes. This research attempts to 
understand the constitutive structuring of organisational archetypes and configurations over 
time, an investigation of the social mechanism that determine the process of structuring and 
shape development of an organisation. 
It is argued that past success, market munificence and a lack of sociocognitive activity 
within an organisation causes managers and other organisational members to concentrate on 
a narrow range of organisational activities and to aspire to simplicity and stability. These 
conditions may shape organisational members' cognitions and reduce the incentive to search 
for different ways of organisational alternatives (Walsh, 1995; Carr, 2000; Fahey, 2003). 
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As a result, the set of actions may become very skewed, limited and stabilised. This fact 
explains why some organisations and their strategies are characterised by progressive 
development and the others are characterised by inertia and simplicity of strategy and 
organisational development - the reason is a level of sociocognitive activity in the 
organisational internal creative environment which reflects organisational performance and 
business-environment characteristics and so influences the development of the organisation 
and its strategy. 
The system of organisational archetypes turns the potential of sociocognitive 
processes into a real and growing organisational capability. Organisational archetypes have 
a number of things in common. They engender good performance and create resources to 
plow back in organisational changes. They bring opportunities in organisational existence. 
They elicit positive feedback from the business-environment that reinforces the right kinds 
of people, skills and levels of sociocognitive processes in an organisation. Designing this 
model of organisational archetypes serves as a powerful governor by: 
• identifying and prioritising organisational opportunities 
• co-ordinating resources, people, systems and mechanism to develop them 
• disseminating these opportunities within an organisation 
The central pOint is that an understanding of the key link between archetypes, 
configurations, transformations and organisational performance provides this research with 
three things essential for theorising about development of an organisation based on 
configurational approach of strategy development: 
• archetypes provide 	a definitional basis that allows classifying the scale of changes 
according to the sociocognitive mechanism 
• archetypes offer an understanding of the consistency or inconsistency of organisational 
development 
• critical dynamics of organisational changes and inertia is identified 
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6.2.4 The Test of the Four-Dimensional Model of Organisational Archetypes 
Chapter 5 provides a method for testing the four-dimensional model of organisational 
archetypes and applying this model in practice. Organisational archetypes allow the 
development of an organisational strategy based on both characteristics of the internal and 
external environments. This model of archetypes investigates four-dimensions at a time in 
comparison with two dimensions applied by traditional prescriptive consulting tools (System 
"Expert", BCG matrix, Porter's model, GE/McKensey, ShelllDPM, ADL). 
The test (Chapter 3: Section 3.10 and Chapter 5) is directing at checking the 
correctness of the four-dimensional model of organisational archetypes. Therefore, the 
purpose of this testing procedure is to verify the following. If interdependencies established 
within the model of organisational archetypes in Chapter 4 are correct, then it is possible, 
based on the analysis of one of the four dimensions, to make predictions and suggestions 
about characteristics of the other dimensions. 
Accordingly, to test the model is necessary to identify organisational position in the 
business-environment based on the method for analysing the cognitive dimension and the 
interdependencies within the model. Then it is necessary to compare this position with the 
position identified using the specific method - system "Expert" - which was developed 
specifically for analysing organisational positions in the business-environment. If the 
organisational positions are similar then the suggestions and interdependencies between 
research dimensions established within the process of developing the four-dimensional 
model of organisational archetypes are correct. 
Therefore, if the suggestions of the four-dimensional model of archetypes are be 
supported by the results, then knowing a specific sequence of dominating types of 
organisational members with different levels of personal internal environment (from the type 
with the largest share of members to the type with the least share) one can identify 
organisational position in the business environment (contextual and organisational 
performance dimensions) and relations within the collective (social dimension). 
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Thus, the practical realisation of the four-dimensional model of organisational 
archetypes as a consulting procedure can be considered through sequence of actions: 
1. The research and definition of sociocognitive activity organisational members and 
the organisational internal creative environment 
2. The identification and description of periods of configuration 
3. The research and description of characteristics of the business-environment 
4. The identification and description of appropriate organisational archetypes 
5. The formulation of the archetypal programme that is appropriate and 
characteristic for internal and external factors 
Testing and applying the four-dimensional model of organisational archetypes was 
undertaken in four organisations (Sections 5.2, 5.3, 5.4, 5.5) and the results support the 
view that the four-dimensional model of archetypes is internally consistent among the 
dimensions and it has much to offer to strategy development. 
6.3 Future Research 
To conclude this study several possible directions for future research, informed by 
the findings and the critical reflection within this study. are presented here. 
The systematic framework of the configurational approach and the four-dimensional 
model of organisational archetypes developed in this thesis has demonstrated an ability of 
helping manage the diversity and interactions in organisational development. It can help 
organisations to avoid or overcome organisational simplicity and inertia. In addition, this 
framework can be usefully used to critique, understand and manage organisational issues 
and so 0 inform decision-making. However, there are several possibilities (directions for 
future research) for further clarifying, enriching and improving the findings of this research 
and their utility and usefulness. 
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6.3.1 Applying the Model of Archetypes in Different Industry Context 
The four-dimensional model of organisational archetypes in this thesis has been 
developed mainly based on Ukrainian organisations in the Construction industry as 
according to Miller (1996) it is easier to capture archetypes by analysing interdependencies 
between research dimensions and their variables in organisations within one industry. 
Therefore, there is a necessity to conduct future research in organisations in other 
industries. 
The purpose of such research will be to apply this model of organisational archetypes 
within the context of other industries in order to determine the possibility of using the model 
of archetypes for developing organisational strategy irrespective of industry context. 
The research plan of such research will include the identification of 
interdependencies between research dimensions in other industries and to compare them 
with interdependencies identified by conducting research in construction industry. If there is 
a correspondence between interdependencies of research dimensions in different 
industries it can be suggested that the model of archetypes can be applied to developing 
strategy for organisations in different industries. 
Thus, the benefit of such a research will be to establish the applicability of the model 
of archetypes for organisations irrespective of their industry. 
6.3.2 Applying the Model of Archetypes in Different Cultural Context 
The sociocognitive basis of this research has been investigated in the Ukraine and 
Russia with the help of the Test of Personal Internal Creative Environment (Makartsev, 
2002) that analyses personal psychological traits and mental cognitive frameworks and 
reflects cultural, ethnical and language aspects for conducting this research in Ukrainian 
and Russian organisations. Therefore, there is a possibility for future research to be 
conducted in other countries with different mentality and cultural contexts (e.g. UK, Japan, 
China, Turkey or Latin America). The purpose of such research will be to apply the four­
dimensional model together with the test of personal internal creative environment in 
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different business and cultural environment and to establish the ability of this model to take 
into account intercultural differences. 
The research plan would include the identification of interdependencies between 
cognitive dimension (the Test), social (group interview), contextual and organisational 
performance dimensions (System "Expert) by determining sequences of types and groups 
of organisational members appropriate for different organisational positions in the business­
environment. Thus, if the interdependencies between research dimensions and sequences 
of types and groups of organisational members in other countries correspond with 
appropriate interdependencies and sequences identified in Ukraine, then it can be 
suggested that the test and the model of archetypes take into account psychological, 
cultural, mentality and language differences of different societies. 
Therefore, the benefit of such a research will be to establish applicability for the 
model of archetypes developed in this thesis to be applied to organisations in different 
countries. 
6.3.3 Developing the Model of Archetypes with the Sociostructural Basis 
The current research has been conducted using the sociocognitive basis as a central 
orchestrating theme of configurational research. The purpose was to investigate how 
changes of sociocognitive characteristics of organisational members reflect and influence 
social, contextual and organisational performance dimensions. As a result, the four­
dimensional model of organisational archetypes was developed using these 
interdependencies and changes of sociocognitive activity (changes in the domination of 
different types and groups of organisational members). There is a possibility for 
constructing the four-dimensional model on the sociostructural basis (social networks) as a 
central theme of configurational research supplementing the sociogonitive basis. 
The plan of such research will be to develop the sociostructural basis (similar to the 
sociocognitive basis developed in this research), to propose the concept of sociostructural 
activity (similar to sociocognitive activity) as a criterion for measuring changes (changes of 
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levels of complexity of social networks within an organisation similar to changes of 
dominating types and groups of organisational levels), to establish interdependencies 
between the research dimensions using social networks as a variable of social dimension 
instead of stereotypes of behaviour and to develop configurations and archetypes on the 
sociostructural basis. 
The benefit of such a research will be the complete understanding of the role of 
organisational internal environment for strategy development and organisational changes 
by integrating the microframework (the sociocognitive basis) and macroframework (the 
sociostructural basis) of internal environment within the model of organisational archetypes. 
This enhances the trustworthiness of the model of organisational archetypes and broaden 
the number of issues considered in the process of strategy development. 
6.3.4 Applying the Model of Archetypes over Extended Period of Time 
The four-dimensional model of organisational archetypes has been developed in this 
thesis by using a cross-sectional approach. The cross-sectional approach of this research 
using a power of theoretical thinking allowed to achieve logically reconstructed generalised 
reflections of historical development according to changes of organisational positions in the 
business-environment together with appropriate characteristics of organisational internal 
environment from growth to uncertainty. Therefore, there is a necessity to conduct future 
research using longitudinal approach for studying the model of organisational archetypes. 
The longitudinal research is applied for reproducing changes of archetypes and 
interdependencies between research dimensions in all their many-sided natures, in all 
details and events including any sort of casual deviations in their development. 
The purpose of such a research will be, firstly, to analyse changes of the research 
dimensions and interdependencies between them for a long time period and to compare 
the changes of these interdependencies with changes within the model within this thesis. 
Secondly, the purpose is to investigate the usefulness of strategiC decisions proposed on 
the basis of the model of archetype for overcoming difficulties, providing "smooth" 
transformations and achieving desirable results. 
! 
,I 
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The research plan of such a research will be to choose two or three organisations for 
conducting case study research over 5 years, to determine the initial (current) 
interdependencies between research dimensions for these analysed organisations, to 
analyse repeatedly changes of the initially established interdependencies between research 
dimensions over a long period of time by using the test of personal internal creative 
environment for cognitive dimension, group interview method for social dimension and the 
System "Expert" for contextual and organisational performance dimensions. Then it is 
necessary to compare the changes in interdependencies established by using this 
longitudinal approach with changes in interdependencies established by using cross­
sectional approach within this thesis. This case study research also will allow t6 analyse 
how archetypal strategic recommendations influence organisational processes and 
interdependencies between research dimensions and whether these archetypal 
recommendations allow to achieve the results and positions desired by organisational 
managers. 
The benefit of such a research will be to establish the trustworthiness of the findings 
in this thesis for a long period of time and to identify the practibllity and usefulness of the 
model of archetypes for overcoming difficulties and achieving success over time. 
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Appendix 1 The Segmental Model of Knowledge (Krushanov, 1997) 
Figure 1 The complex form of the general scientific knowledge 
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Appendix 2 Analysis of Contextual and Organisational 
Performance Dimensions (The System "Expert" 
(Efremov, 2001» 
Part 1- Questions for every analysed condition 
Table 1 The analysis of micro-business conditions 
Answers 

Analysed Variables and Questions for their Audit 
 ? 
Yes No 
The Production System 
J. Are there adequate conditions for effective interactions of all factors of production 

(means of production, financial capital and labour)? 

2. Are there delays in various stages of the production process due to conflict for 

production resources? 

3. Is the level of using organisational distinctive capabilities in the production process 

high? 

4. Is a probability of delays in the production process due to problems in its weakest link 

high? 

5. Is the existing model of the organisational production process effective? 
The Financial and Economic System 
1. Does the organisation have the financial stability? 
2. Is the organisation profitable and solvent? 
3. Is the System of Financial Management effective? 
4. Is the level of return on investment satisfactory? 
5. Can the Financial and Economic System be considered as Organisational Distinctive 

Capability? 

The Management System 
I. [s the management-organisational structure effective? 
2. Is the planning system effective? 
3. Is the system of motivation and stimulation effective? 
4. Is the system of control (e.g. quality control and control of execution ofwork, given 

orders) effective? 

5. Can the Management System be considered as Organisational Distinctive Capability? 
The Marketing System 
I. Are the existing methods for researching customers' demand and market's structure 

effective? 

2. Is the system of pricing effective? 
3. Is the system of advertising and distribution effective? 
4. Does the organisation have the system of research activities? 
5. Can the Marketing System be considered as Organisational Distinctive Capability? 
The Organisational Culture 
I. Does the Organisational Strategy define organisational activities and action? 
2. Do formal interrelations in the organisation conform to its organisational structure? 
3. Is a management style in the organisation effective? 
4. Are there general values in the organisation that unite organisational members? 
5. Can the Organisational Culture be considered as Organisational Distinctive Capability? 
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Table 2 The analysis of macro-business conditions 
Analysed Variables and Questionsfor their Audit 
Answers 
! NoYes 
? 
Political Conditions 
1. Are there political conditions for the equality of competitive 
opportunities (tax law, antimonopoly law, foreign trade and investment 
law)? 
2. Is there an effective law for business regulation? 
3. Is a normal organisational development in the current political 
conditions possible? 
4. Does the international political infrastructure (bilateral and 
multilateral agreement, unions, organisations and their 
recommendations) favour this kind of business? 
5. Is thepolitical risk for this business (organisational activities) high? 
Economic Conditions 
1. Is the general level of business activity in the country favourable? 
2. Are the financial and credit conditions in the country favourable? 
3. Is a normal organisational development with the current tax rates, 
refinance rates and interest rate level possible? 
4. Is a normal development with the current inflation rate possible? 
5. Is the economic risk oforganisational activities high? 
Social Conditions 
1. Is the structure of the society favourab Ie for organisational 
development? 
2. Is a normal development of demand on organisational products 
possible? 
3. Are the structure and dynamics of customer preferences (needs, 
tastes, fashion) favourable? 
4. Are the current attitudes in the society (towards education, family, 
work, government) favourable for business development? 
5. Is the level of social risk for this business high? 
Technological Conditions 
1. Is the technological level in the country favourable for business 
develo2ment? 
2. Is the transport infrastructure in the country favourable for business 
development? 
3. Can the existing Research and Scientific Infrastructure in the country 
support business development? 
4. Is the technological level in the country high? 
5. Is the probability of technological risk for the organisation high? 
294 
Table 3 The analysis of market conditions 
Analysed Variables and Questions/or their Audit 
Market Potential 
1. Is the market share of organisational products high? 
2. Is the tendency of changes ofthis market share positive? 
3. Is the level of customer loyalty high? 
4. Is the market potential high? 
S. Is the susceptibility of customers to advertising high? 
Market Structure 
1. Specialisation on the narrow type ofcustomers in the very limited 
geographical region 
2. The broad type of client in the very limited geographical region 
3. Specialisation on the narrow type of customers in the geographically 
, 
I unlimited region 
4. Various types of customers in the geographically unlimited region 
5. All types of customers in the geographically unlimited region I 
I Market's Life Cycle 
I l. The Phase ofIntroduction? I 2. The Phase of Growth? 
I 
 3. The Phase ofMaturi!),? 
4. The Phase of Decline?
I 5. The Phase of Uncertainty?

i Elasticity 0/Demand 
, l. Is a susceptibility of customers to price changes high? 
2. Is the level of constant elasticity of market demand high? I 3. Is the level ofnon-constant elasticity of market demand high? 
, 4. Does elasticity of demand depend on the stages of the market's life 
cycle strongly? 
I 5. Is elasticity of demand in the given market different from elasticity 
I of demand in adjacent markets? 
Market's Key Success Factors 
1. Are there Key Success Factors in Market Business Conditions that 
the organisation does not have? 
2. Are there Key Success Factors in Micro-Business Conditions that the 
organisation does not have? 
3. Are there Key Success Factors in Industry Business Conditions that 
the organisation does not have? 
4. Are there Key Success Factors in Macro-Business Conditions that the 
organisation does not have? 
5. Are there Key Success Factors that the organisation probably cannot 
develop? 
Answers 
? 
Yes No 
;:a 
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Table 4 The analysis of industry business conditions 
Answers 
Analysed Variables and Questionsfor their Audit ? 
Yes No 
Competition's Dynamics and Structure 
1. Free Competition? 
2. Monopolistic Com£etition? 
3. Oligopoly?

I 4. Monopoly? 

I 5. The industry is new though there is no competition? 
I The Threat of Potential Competition in the Industry 1. Are production and technological entry barriers in the industry high? I 2. Are financial and economic entry barriers in the industry high? 
3. Are marketing entry barriers in the industry high? I 4. Are there many potential competitors? I 5. Is the probability of deteriorating the current organisational I 
competitiveness high? I 
i The Status ofCustomers ! 1. Do customers in the industry have a wide choice of goods? 
2. Is the probability that a customer know about organisational products 
hi[h? 
3. Is the probability that a customer pay attention to organisational 

products high? 

4. Is the probability that a customer plan to buy organisational products 
high? 
5. Is the probability that a customer will buy organisational products 

high? 

The Status ofSuppliers 
1. Is the share of supplies in the cost of organisational products high? 
2. Does the organisation have a freedom for choosin~ its suppliers? 
3. Can a supplier influence production and technological conditions of 
sllppJies? 
4. Can a supplier influence financial and economic conditions of 

supplies? 

5. Is the organisation capable of getting control over its suppliers? 
The Threat ofSubstitute Products 
1. Is the share of substitute products in a customer's budget high? 
2. Do producers of substitute products have advantages in production 
conditions? 
3. Do producers of substitute products have advantages in Market's Life 
Cycle? 
4. Do producers of substitute products have advantages in technological 
conditions? 
5. Are substitute products preferable for traditional (or potential) 

customers? 

I 

I 
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Part 2 - Analysis of Results 
The System of Computing Functions 
Macro-Business Conditions 
The System of Computing Functions for Political Conditions 
{ Yes -1 X = No -0 
Don't know (?) - 0.5 
D(1) = 
0(2)= 
0(3)= 
0(4) = 
0(5)= 
0(6) = 
0.250 
0.650 
0.500 
0.700 
0.350 
0.400 
X(I) 
• X(l) 
• X(I) 
• X(l) 
• X(I) 
• X(I) 
• X(I) 
0.850 
0.800 
0.750 
0.450 
0.575 
0.600 
X(2) 
• X(2) 
'X(2) 
• X(2) 
• X(2) 
• X(2) 
'X(2) 
~.8l5 
0.200 
0.700 
0.500 
0.625 
0.400 
X(3) 
• X(3) 
• X(3) 
• X(3) 
• X(3) 
• X(3) 
• X(3) 
0.275 
0.700 
0.275 
0.450 
0.525 
0.725 
X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
1.175 
0.850 
0.525 
0.650 
0.675 
0.725 
X(5) 
• X(S) 
• XIS) 
• XIS) 
• X(5) 
• X(5) 
• X(S) 
SUM (max) 
-
-
-
-
The System of Computing Functions for Economic Conditions 
0(1) = 
0(2)= 
0(3)= 
0(4)= 
0(5)­
0(6)­
0.525 
0.550 
0.425 
0.600 
0.575 
0.650 
X(I) 
• X(I) 
• X(I) 
• X(l) 
• X(I) 
• X(I) 
• X(I) 
0.625 
0.450 
0.450 
0.400 
Q.400 
0.475 
X(l) 
• X(2) 
• X(2) 
'X(l) 
• X(2) 
• X(2) 
• X(2) 
0.400 
0.375 
0.675 
0.450 
0.025 
0..250 
X(3) 
'X(3) 
• X(l) 
• X(3) 
'X(3) 
• X(3) 
• X(3) 
0.325 
0.375 
0.200 
0.350 
0.650 
0.250 
X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
'X(4) 
0.500 
0.700 
0.525 
0.700 
0.825 
0.875 
X(5) 
• X(5) 
• X(5) 
'X(S) 
• X(5) 
• XIS) 
'X(5) 
SUM (maxI 
-
-
-
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The System of Computing Functions for Social Conditions 
X(I) X(l) X(3) X(4) X(5) SUM (max) 
0.775 • X(l) 0.350 • X(2) 0.050 • X(3) 0.025 'X(4) 0.675 • XIS) ­D(1) = 
D(l) = 0.300 • X(l) 0.525 • X(l) 0.175 • X(3) 0.075 • X(4) 0.675 • X(5) 
D(3)= 0.475 • X(l) 0.200 • X(2) 0.250 • X(3) 0.225 • X(4) 0.675 • X(5) 
D(4) = 0.450 • X(I) 0.50 • X(2) 0.325 • X(3) 0.225 • X(4) 0.950 • XIS) 
D(5) = 0.350 • X(l) 0.450 • X(2) 0.025 • X(3) 0.225 • X(4) 0.875 • XIS) 
D(6) = 0.400 • X(l) 0.225 • X(2) 0.150 • X(3) 0.100 • X(4) 0.975 'X(S) 
The System of Computing Functions for Technological Conditions 
X(l) X(l) X(3) X(4) XIS) SUM (max) 
0.750 • X(l) 0.600 • X(l) 0.900 • X(l) 0.850 'X(4) 0.825 • X(S)D(1) = 
D(l) = 0.850 • X(l) 0.675 • X(2) 0.700 • X(3) 0.825 'X(4) 0.800 • XIS) 
D(3) = 0.675 • Xii) 0.800 • X(2) 0.750 • X(3) 0.800 • X(4) 0.775 'X(S) 
D(4) = 0.775 • X(I) 0.625 • X(2) 0.850 • X(3) 0.925 • X(4) 0.825 'X(5) 
D(5) = 0.650 'X(l) 0.750 • X(2) 0.725 • X(3) 0.800 • X(4) 0.975 • X(5) . 
D(6) = 0.725 • X(l) 0.550 'X(2) 0.750 • X(3) 1.000 • X(4) 0.850 • XIS) 
Macro-Business Conditions 
The System of Computing Functions for Production System 
X(l) X(2) X(3) X(4) X(5) SUM (max) 
0.825 • X(l) 0.700 • X(2) 0.575 • X(3) 0.675 • X(4) 0.575 'X(5) ­0(1) = 
D(2) = 0.475 • X(I) 0.700 'X(2) 0.725 • X(3) 0.675 • X(4) 0.725 • X(5) ­
D(3) = 0.675 • X(l) 0.875 -X(l) 0.650 'X(3) 0.775 • X(4) 0.575 • XIS) 
D(4) = 0.725 • X(l) 0.875 - X(2) 0.475 • X(3) 0.800 • X(4) 0.675 • XIS) ­
0.575D(5) = • X(l) 0.825 'X(l) 0.675 • X(3) 0.875 • X(4) 0.500 • X(S) ­
D(6)= 0.625 • X(l) 0.900 • X(l) 0.600 'X(3) 0.800 • X(4) 0.600 'X(5) ­
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The System of Computing Functions for Financial and Economic System 
X(I) XC!) X(3) X(4) X(5) SUM (max) 
D(1)= 0.800 • X(I) 0.725 • X(2) 0.725 'X(3) 0.800 • X(4) 0.975 • X(5) -
0(2)= 0.875 • X(I) 0.775 • X(Z) 0.775 'X(3) 0.900 • X(4) 0.850 'X(S) -
0(3)= 0.750 • X(I) 0.850 • X(2) 0.850 • X(3) 0.775 • X(4) Q.900 *X(5) 
-
0(4)= 0.850 • X(I) 0.800 • X(2) 0.800 • X(3) 0.725 • X(4) 0.800 ' X(5) -
0(5)= 0.750 • X(I) 0.700 • X(2) 0.700 • X(3) 0.875 • X(4) 0.850 • X(5) -
0(6)= 0.775 • X(I) 0.700 • X(2) 0.700 • X(3) 0.775 'X(4) 0.850 • X(5) -
The System of Computing Functions for Management System 
X(I) X(2) X(3) X(4) X(S) SUM (max) 
0(1) = 0.475 'X(I) 0.500 • X(l) 0.700 'X(3) 0.625 ' X(4) 0.800 • XeS) 
0(1)= 0.650 • X(I) 0.750 • X(2) 0.7125 ' X(3) 0.850 'X(4) 0.550 ' X(5) -
0(3) = 0.425 • X(I) 0.800 • X(2) 0.675 'X(3) 0.475 • X(4) 0.525 • XeS) -
D(4)s 0.650 • X(I) 0,400 • X(2) 0.625 • X(3) 0.475 ' X(4) 0.750 'X(5) -
D(5) = 0.475 'X(I) 0.500 -X(2) 0.650 'X(3) 0.700 • X(4) 0.550 • X(5) -
0(6)= 0.700 ' X(I) 0.500 'X(2) 0.500 • X(3) 1.525 ' X(4) 0.575 • XeS) -
The System of Computing Functions for Marketing System 
X(I) X(2) X(3) X(4) X(S) SUM (mllx) 
0(1) = ·0.050 • X(I) 0.2Z5 • X(2) 0,Ol5 • X(3) ·0.025 • X(4) 
0,075 • X(5) -
D(2) = 0.175 • X(I) 0.350 • X(2) 0.150 • X(3) 0.150 'X(4) ·0.325 • XeS) -
D(3) = -0.025 • X(I) -0.325 • X(2) 0.175 • X(3) 0.175 • X(4) 0.175 • XeS) -
D(4) = -0.075 • X(I) 0.000 • X(2) oms • X(3) 0.075 • X(4) .0.200 'X(S) -
D(5) = 0.150 • X(I) 0.175 • X(2) -0.175 • X(3) -0.175 ' X(4) -uoo 'X(S) -
D(6)­ -0.125 • X(I) .0.015 • X(I) -0.100 • X(3) -0.100 ' X(4) 0.150 • X(S) . 
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The System of Computing Functions for Organisational Culture 
X(I) X(2) X(3) X(4) X(5) SUM (max) 
0(1) = 0.250 • X(I) 0.850 • X(2) 0.825 • X(3) 0.275 • X(4) 1.175 • XeS) 
D(2) = 0.650 • X(I) 0.800 • X(2) 0.200 ' X(3) 0.700 • X(4) 0.850 • XeS) 
0(3)= 0.500 • X(l) 0.750 ' X(2) 0.700 ' X(3) 0.275 • X(4) 0.525 • X(5) -
0(4)= 0.700 • X(I) 0.450 • X(2) 0.500 'X(3) 0.450 * X(4) 0.650 • XeS) 
0(5)= 0.350 ' X(I) 0.575 ' X(2) 0.625 • X(3) 0.525 ' X(4) 0.675 ' XeS) 
D(6) = 0.400 • X(I) 0.600 • X(2) Q.400 ' X(3) 0.725 • X(4) 0.725 • XeS) -
Market Conditions 
The System of Computing Functions for Market Potential 
X(I) X(Z) X(3) X(4) X(5) SUM (max) 
0(1) = 0.300 'X(I) 0.550 • X(2) 0.375 'X(3) 0.550 'X(4) 0.350 'X(S) -
0(2) = 0.075 • X(1) 0.775 • X(2) 0.325 • X(3) 0.850 *X(4) 0.825 'X(S) 
0(3)= 0.400 * X(l) 0.100 • X(2) 0.650 • X(3) 0.875 * X(4) 0.750 ' X(5) 
0(4)= 0.400 'X(I) 0.200 • XC!) 0.350 • X(3) 0.800 *X(4) 0.950 'X(5) 
0(5)= 0.250 * X(I) 0.550 * X(2) 0.225 * X(3) 0.875 'X(4) 0.975 • XeS) -
0(6)= 0.275 • X(I) 0.325 • XCI) 0.250 • X(3) 1.025 'X(4) 0.800 • XeS) 
The System of Computing Functions for Market Structure 
X(I) X(I) X(3) X(4) XeS) SUM (max) 
0(1)= 1.000 • X(I) 0.950 • X(2) 0.900 • X(3) 0.925 • X(4) 0.950 • XeS) 
0(2) = 1.000 * X(I) 1.050 * X(I) 0.900 • X(3) 0.925 *X(4) 0.950 'X(S) -
0(3)= 0.925 • X(I) 0.975 • X(Z) 0.950 'X(3) 0.875 'X(4) 0.925 • XeS) -
D(4)~ 0.925 • X(I) 0.975 • X(Z) 0.950 • X(3) 0.900 • X(4) 1.000 • XeS) 
D(5)~ o.ns • X(I) 0.975 • X(2) 0.950 • X(3) 0.950 • X(4) 0.850 'X(S) 
D(6) = 0.925 'X(I) (l.97S • X(2) 0.825 • X(3) 0.975 • X(4) 1.000 'X(S) 
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The System of Computing Functions for Market Age 
X(l) X(l) X(3) X(4) XIS) SUM (max) I 
I 
0.950 • X(l) 0.975 • X(l) 0.875 'X(3) 0.900 • X(4) 0.900 'X(S) ­D(1) = 
0(2)= 1.100 • X(I) 0.925 • X(l) 0.925 • X(3) 0.900 • X(4) 0.900 • XIS) ­
0(3)= 0.925 • X(I) 0.900 • X(2) 0.975 • X(3) 0.900 • X(4) 0.850 • X(5) 
0(4)= 0.975 • X(I) 0.925 • X(l) 0.950 • X(3) 0.925 'X(4) UOO • XIS) 
D(5) = 0.975 • X(I) 0.850 • X(l) 0.875 'X(3) 1.025 'X(4) 0.375 • XIS) 
D(6) = 0.975 • X(l) 0.825 • X(2) 0.850 'X(3) 0.900 
- X(4) 1.025 'X(S) 
The System of Computing Functions for Elasticity of Demand 
X(l) X(2) X(3) X(4) XIS) SUM (max) 
-0.025 • X(I) 0.225 • X(2) 0.200 • X(3) 0.450 - X(4) 0.800 • X(5) ­0(1) = 

D(2) = 0,075 • X(I) 0.100 • X(2) 0.300 'X(3) 0.300 • X(4) 0.825 'X(S) ­
0(3)= 0.075 • X(I) 0.000 • X(2) 0.200 • X(3) 0.700 'X(4) 0.775 'X(S) ­
0(4) = -0.075 • X(I) 0.100 • X(2) 0.475 • X(3) 0.500 • X(4) 0.500 'X(5) 
0(5) = -0.025 • X(I) 0.125 • X(2) 0.375 • X(3) 0.275 • X(4) 1.000 - XIS) ­
0(6)= 0.225 • X(I) 0.050 • X(2) 0.300 • X(3) 0.850 • X(4) 1.025 • XIS) ­
The System of Computing Functions for Market's Key Success Factors 
X(l) X(l) X(l) X(4) XIS) SUM (mOl) 
0.900 • X(l) 0.350 • X(2) o.ns • X(3) 0.450 • X(4) 0.950 • X(S)0(1) = 

D(2) = 0.875 • X(I) 0.325 • X(2) 0.425 -X(3) 0.300 • X(4) 0.900 'X(S) ­
0(3)= 0.725 -X(I) 0.250 • X(l) 0.300 'X(3) 0.675 • X(4) 0.950 'X(S) ­
D(4) = 0.650 'X(I) 0.275 • X(2) 0.400 'X(3) 0.475 'X(4) 0.900 • X(5) ­
D(5)= 0.975 'X(l) 0.200 • X(2) 0.275 • X(3) 0.650 • X(4) 0.725 • X(5) 
D(6)~ 1.075 'X(l) 0.225 • X(l) 0.275 • X(3) 0.450 'X(4) 1.275 'X(S) 
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Industry Conditions 
The System of Computing Functions for Competition' Dynamics and Structure 
X(I) X(2) X(3) X(4) XIS) SUM (rna,) 
0.925 • X(I) 0.925 • X(2) 0.925 • X(3) 0.925 • X(4) 1.075 'X(5)0(1) = 

0(2) = 1.025 • X(I) 0.800 • X(2) 0.925 • X(3) 0.925 'X(4) 0.915 • X(5) 

0(3)= 0.925 • X(I) 1.050 • X(2) 0.900 • X(3) 0.925 • X(4) 0.925 • XIS) . 
D(4) = 0.850 • X(I) 1.075 • X(2) 1.000 'X(3) 0.900 • X(4) 0.950 • X(5) . 
0(5)= 0.900 • X(I) 0.900 • X(2) 1.025 • X(3) 1.000 • X(4) 0.950 • X(5) 
0(6)= 0.900 • X(I) 0.925 • X(2) 0.925 • X(3) 1.025 • X(4) 0.950 • XIS) 
The System of Computing Functions for Threat of Potential Competition 
X(I) X(2) X(3) X(4) X(5) SUM (max) 
0.550 • X(I) 0.725 • X(2) 0.925 • XP) 0.800 * X(4) 0.950 'X(5)D(1) = · 
0(2)= 0.650 • X(I) 0.875 • X(2) 0.625 • X(3) 0.800 • X(4) 0.950 * X(5) 
D(3)- 0.850 • X(I) 0.600 • X(2) 0.675 'X(3) 0.800 • X(4) 0.950 • XIS) 
0(4) = 0.675 'X(I) 0.725 • X(2) 0.700 'X(3) 0.925 • X(4) 0.925 • X(5) 
0(5)= 0.600 • X(I) 0.650 • X(2) 0.775 'X(3) 1.000 • X(4) 0.925 • X(5) 
0(6)- 0.650 • X(I) 0.700 • X(2) 0.725 • X(3) 0.850 • X(4) 1.075 • XIS) · 
The System of Computing Functions for Status of Customers 
X(I) X(I) XC]) X(4) XIS} SUM (max) 
0.650 • X(I) 0.925 • X(2) 0.700 • X(3) 0.775 • X(4) 0.800 • X(5) D(1) = 
0(2) = 0.7000 • X(I) 0.750 • XI!) 0.725 • X(3) 0.850 • X(4) 0.875 • XIS) · 
0(3) • 0.675 • X(I) 0.825 • X(2) 0.875 'X(3) 0.725 • X(4) 0.750 ·X(5) 
D(4) • 0.175 • X(I) 0.925 • X(2) 0.67~ • X(:» O.72S 'X(4) 0.350 • X(S) · 
O(S)~ 0.800 • X(I) 0.175 • X(2) 0.150 • X(3) O.SlIO ')(4) 0.675 • XeS) · 
D(6)- 0.875 • X(I) 0.750 • X(2) O.~15 • X(l) 0.615 • X(4) O.7~ • X(5) 
-
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The System of Computing Functions for Status of Suppliers 
X(l) X(2) X(3) X(4) X(5) SUM (max) 
D(1) = 
0(2) = 
0(3)= 
0(4)~ 
0(5)= 
0(6) = 
0.575 
0.675 
0.675 
0.750 
0.650 
0.515 
'X(l) 
• X(l) 
• X(l) 
• X{l) 
- X{l) 
• X(I) 
0.975 
1.025 
0.825 
0.900 
0.900 
0.925 
• X(l) 
• X{l) 
• X(2) 
-X(2) 
AXIl) 
'X(2) 
0.900 
0.875 
0.850 
0.800 
0.950 
1.050 
• X(l) 
• X{l) 
• X(3) 
• X(3) 
• X(3) 
• X(l) 
0.900 
0.875 
0.850 
0.800 
0.950 
1.050 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
• X(4) 
0.950 
0.900 
D.975 
0.800 
0.800 
0.875 
• X(S) 
• X{S) 
• X(5) 
• X(5) 
• X(5) 
• X(5) 
. 
-
The System of Computing Functions for Threat of Substitute Products 
D(1) = 
0(1)= 
O(J) = 
0(4)= 
0(5)= 
0(6)= 
0.851l 
0.775 
0.850 
0.725 
1.050 
1.025 
X(l) 
• X(l) 
• X(l) 
• X(l) 
• X(l) 
• X(l) 
• X(l) 
0.775 
0.650 
0.650 
0.875 
0.575 
1.200 
X(l) 
-X(l) 
• X(l) 
'X(l) 
'X(2) 
'X(2) 
• X(2) 
0.425 
0.600 
0.575 
0.350 
0.600 
0.550 
X(l) 
• X(3) 
• X(J) 
• X(3) 
• X(3) 
• X(3) 
• X(3) 
D.400 
0.550 
0.400 
0.575 
0.525 
0.325 
X(4) 
• X(4) 
'X(4) 
-X(4) 
'X(4) 
• X(4) 
• X(4) 
0.475 
0.175 
0.450 
0.375 
0.300 
0.200 
X(5) 
• X(5) 
• X(S) 
• X(S) 
'X(S) 
• X(5) 
• X(5) 
SUM (max) 
-
-
-
" ____________________________.........5.,...............• ...'.44•••..-'jlll 
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Appendix 3 Example of Analysing the Organisational Position 
("Koltso" f Odessa, Ukraine) 
Organisational Members Responsible for Strategic Decisions: 
General Director - Odnovolik Vladimir 
Deputy Director - Gurov Valentin 
Financial Director - Gurova Tetya.na 
Production Director - Pobazhenskiy Slavik 
Part 1 
The Audit's Results of Parameters of Business Conditions 
The Audit's Results of Micro-Business Conditions 
Analysed Variables and Questions/or their Audit 
Answers 
Yes No 
? 
The Production System 
I. Are there adequate conditions for effective interactions of all factors of production 
(means of production, financial capital and labour)? 
2. Are there delays in various stages of the production process due to conflict for 
production resources? 
3. Is the level of using organisational distinctive capabilities in the production process 
high? 
4. Is a probability of delays in the production process due to problems in its weakest link 
high? 
5. Is the existing model of the organisational productionpfocess effective? 
+ 
+ 
+ 
+ 
+ 
The Financial and Economic System 
1. Does the organisation have the financial stability? 
2. Is the organisation profitable and solvent? 
3. Is the System of Financial Management effective? 
4. Is the level of return on investment satisfactory? 
5. Can the Financial and Economic System be considered as Organisational Distinctive 
Capability? 
+ 
+ 
+ 
+ 
+ 
The Management System 
1. Is the management-organisational structure effective? 
2. Is the planning system effective? 
3. Is the system of motivation and stimulation effective? 
4. Is the system of control (e.g. quality control and control of execution of work, given 
orders) effective? 
5. Can the Management System be considered as Organisational Distinctive Capability? 
+ 
+ 
+ 
+ 
+ 
The Marketing System 
1. Are the existing methods for researching customers' demand lind market's structure 
effective? 
2. Is the system of pricing effective? 
3. Is the system of advertising and distribution effective? 
4. Does the oTlI:anisation have the system ofresearch activities? 
5. Can the Marketing System be considered as Organisational Distinctive Capability? 
+ 
+ 
+ 
+ 
+ 
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The Organisational Culture 
1. Does the Organisational Strat~define organisational activities and action? 
2. Do formal interrelations in the organisation conform to its organisational structure? 
3. Is a management style in the organisation effective? 
4. Are there general values in the organisation that unite organisational members? 
5. Can the Organisational Culture be considered as Organisational Distinctive Capability? 
+ 
+ 
+ 
+ 
+ 
The Audit's Results of Macro-Business Conditions 
Analysed Variables and Questions/or their Audit 
Answers 
Yes No 
? 
Political Conditions 
I. Are there political conditions for the equality of competitive opportunities (tax law, 
antimonopoly law, foreign trade and investment law)? 
2. Is there an effective law for business regulation? 
3. Is a normal organisational develo]lment in the current political conditions JlOssible? 
I 4. Does the international political infrastructure (bilateral and multilateral agreement, 
I unions, organisations and their recommendations) favour this kind of business? 
5. Is the political risk for this business (organisational activities) high? 
+ 
+ 
+ 
+ 
+ 
Economic Conditions 
I. Is the general level of business activity in the country favourable? 
2. Are the financial and credit conditions in the country favourable? 
3. Is a normal organisational development with the current tax rates, refinance rates and 
interest rate level possible? 
4. Is a normal development with the current inflation rate possible? 
5. Is the economic risk of organisational activities high? 
+ 
+ 
+ 
+ 
+ 
Social Conditions 
I. Is the structure of the society favourable for organisational development? 
2. Is a normal development of demand on organisational products possible? 
3. Are the structure and dynamics of customer preferences (needs, tastes, fashion) 
favourable? 
4. Are the current attitudes in the society (towards education, family, work, government) 
favourable for business development? 
5. Is the level of social risk for this business high? 
+ 
+ 
+ 
+ 
+ 
Technological Conditions 
1. Is the technological level in the country favourable for business development? 
2. Is the transport infrastructure in the country favourable for business development? 
3. Can the existing Research and Scientific Infrastructure in the country support business 
development? 
4. Is the technological level in the country high? 
5. Is the probability oftechnoiogical risk for the organisation high? 
+ 
+ 
+ 
+ 
+ 
The Audit's Results of Market Conditions 
Analysed Variables and Questions for their Audit 
Answers 
Yes No 
? 
Market Potential 
I. Is the market share of organisational products high? 
2. Is the tendency of changes ofthis market share positive? 
3. Is the level of customer loyalty high? 
4. Is the market potential high? 
5. Is the susceptibility of customers to advertising high? 
+ 
+ 
+ 
+ 
+ 
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Market Structure 
1. Specialisation on the narrow type of customers in the very limited geographical r~on + 
2. The broad type of client in the very limited geographical region + 
3. Specialisation on the narrow type of customers in the geographically unlimited region + 
4. Various types of customers in the geographically unlimited region + 
5. All types of customers in the geographicallyunlimited region + 
Market's Life Cycle 
1. The Phase of Introduction? + 
2. The Phase of Growth? + 
3. The Phase of Maturity? + 
4. The Phase of Decline? + 
5. The Phase of Uncertainty? + 
Elasticity ofDemand 
I. Is a susceptibility of customers to price changes high? + 
2. Is the level of constant elasticity of market demand high? + 
3. Is the level of non-constant elasticity of market demand high? + 
4. Does elasticity of demand depend on the stllges of the market's life ~cle strongly? + 
5. Is elasticity of demand in the given market different from elasticity of demand in + 

adjacent markets? 

Market'S Key Success Factors 
I. Are there Key Success Factors in Market Business Conditions that the organisation + 

does not have? 

2. Are there Key Success Factors in Micro-Business Conditions that the organisation does + 
not have? 
3. Are there Key Success Factors in Industry Business Conditions that the organisation + 
does not have? 
4. Are there Key Success Factors in Macro-Business Conditions that the organisation does + 
not have? 
5. Are there Key Success Factors that the organisatioBJ)robably cannot develop? + 
Th I Us[ryte AudOt'S ResuItSOf I d n CondTlions 
Answers 
Analysed Variables and Questions for their Audit ? 
Yes No 
Competition's Dynamics and Structure 
1. Free Competition? + 
2. Monopolistic Competition? + 
3. Oligopoly? + 
4. Monopoly? + 
5. The industry is new thou~there is no competition? + 
The Threat of Potential Competition in the Industry 
1. Are production and technological entry barriers in the industry high? + 
2. Are financial and economic entry barriers in the industry high? + 
3. Are marketing entry barriers in the indu~tl}'_high? + 
4. Are there many potential competitors? + 
5. Is the probability of deteriorating the current organisational competitiveness hiKh? + 
The Status ofCustomers 
I. Do customers in the industry have a wide choice ofgoods? + 
2. Is the probability that a customer know about organisational products high? + 
3. Is the probability that a customer pay attention to organisational products high? + 
4. Is the probabiliiythat a customer plan to buy organisational products high? + 
5. Is the probability that a customer will buy organisational products high? + 
The Status ofSuppliers 
1. Is the share of supplies in the cost of organisational products high? + 
2. Does the organisation have a freedom for choosing its suppliers? + 
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3. Can a supplier influence oroduction and technological conditions of suoolies? + 
4. Can a supplier influence financial and economic conditions of supplies? + 
5. Is the organisation capable of getting control over its suppliers? + 
The Threat ofSubstitute Products 
1. Is the share of substitute products in a customer's budget high? + 
2. Do producers of substitute oroducts have advantages in production conditions? + 
3. Do producers of substitute products have advantages in Market's Life Cycle? + 
4. Do producers of substitute oroducts have advantages in technological conditions? + 
5. Are substitute products preferable for traditional (or potential) customers? + 
Part 2 
Results of the Audit for "Koltso" Ltd according to the System of 
i 
Computing Functions 
Classifying 
"Koltso" Ltd Favourable 2 
Quite favourable 3 
Quite unfavourable 4 
Unfavourable 5 
Very favourable I 
____________________ ~ _______ i_'* _______ _, .. 
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Part 3 
Identifying Organisational Position in the Business-Space 
The co-ordinates of the centre of a rectangular area for searching the 
organizational position 
Yc Xc 
fY microconditions + (ymacroconditions - 9)) (X market + (X industry - 9)) 
--------------------------------. 
-------------------------------­2 2 
4 + (6-9) 3 + (4-9) 
---------- = 1
---------- = ­0.5 2 
2 
The co-ordinates of the organizational position 
Conditions IXcl < IYcl IXcl ~ IYel 
Xc>O Yop = Y microconditions Xop = X market 
Yc>O Xop = Yop*Xc j Yc Yop =Yc*Xop j Xc 
Xc>O Y op = Y macroconditions Xop = X market 
Yc<O -9 Yop = Yc*Xop j Xc 
X~=Yop*XcjYc 
Xc>O Xop =X market 
Yc=O Yop=O 
Xc<O Xop = X industry -9 
Yc=O Yop=O 
Xc=O Xop=O 
Yc>O Yop = Ymicroconditions 
Xc=O Xop=O 
Yc<O Yop = Ymacroconditions - 9 
Xc<O Y op = Y macroconditions Xop = X industry - 9 
Yc<O -9 Y op = Y c*Xop I Xc 
Xop = Yop*Xc j Y c 
Xc<O Yop = Y microconditions Xop = X industry - 9 
Yc>O X~=Yop*Xc/Yc Yop = Yc*Xop I Xc 
Xop =- 5 

Yop=2.5 
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The Organisational Position of "Koltso" ltd in the Business-Space 
Inertia 
+91Y 
I 
I 
Deve~opment 
I 
I 
I 
~----------------~------
Uncertainty 
Uncertainty 
Deve~opment 
I 
I 
I 
I •InertIa 
I 
I 
I -9 
I 
Maturity 
----------.x:. 
Forming +9 
Forming 
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Appendix 4 Analysis of the Cognitive Dimension: Personal Internal 
Creative Environment· Questionnaire 
The test of organisational internal creative environment consists of 55 brief 
statements. It is necessary to read every statement and decide, as far as correctly it 
describes you. A respondent should be fair with himself and remember that nobody can 
do everything very well, it is even bad to do everything very well. Then a respondent 
should choose one statement from line placed lower to note as far as you describe the 
given statement: 
5. - Always 
4. - Usually 
3. - Sometimes 
2. - Seldom 
1. 	- Never 
Example: " I remain quiet in stressful situations" - 2. 
The mark does not exceed "2" considers that the described statement for a respondent 
plays an insignificant role. Some statements can be similar, but there are no two 
completely identical. 
Test: 
1. I am occupied on organisational tasks 
2. When faced with complex tasks I spend a lot of time defining my approach 
3. I complete my work on schedule 
4. I am irritated by my poor work performance 
5. I prefer tasks In which I can forecast results 
6. I like thinking about my future 
7. When I am charged with a new task I collect a lot of Information before starting 
8. I develop a plan for my activity 
9. I convince other people to support my vision and recommendations 
10. I am confident I can finish successfully anything I start 
11. I listen to other people's opinions 
12. I carry out work without being asked to do It 
13. I convince other people to do what I want them to do 
14. I keep my promises 
15. The quality of my work Is higher than the quality of slmllarwork by my colleagues 
16. I do not start a new task unless I am convinced I can successfully complete it 
17. I like thinking how to spend my leisure time 
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18. I seek help from people who are well informed in task with which I am faced 
19. I beforehand consider various opportunities for a good performance of my task 
20. I spend time thinking how to affect other people 
21. I change my opinion if other people strongly contradict It 
22. I like to be right 
23. I love challenges and new opportunities 
24. If I encounter an obstacle I, nevertheless, try to adhere to my plan 
25. If necessary I will do other people's work in order to finish in time 
26. I am Irritated by spending my time inexpediently 
27. I estimate chances of success before starting my task 
28. I start to work on my task without spending much time on a preliminary search for information 
29. The more precisely I can formulate what I want to achieve in life, the more successfully I will achieve it 
30. I try to anticipate all potential problems which might arise 
31. I convince appropriate people to help me in achieving my purposes 
32. When faced with complex tasks I am confident about my success 
33. I experienced failures In the past 
34. I prefer activities which are familiar to me 
35. When I meet with more complex difficulties than I expected I refuse to carry out my task 
36. If I carry out work for someone else I am anxious to please that person 
37. I am not fully satisfied with my results 
38. I take risks 
39. I know exactly what I want to achieve in my life 
40. When carrying out tasks for other people I always make sure that I ask sufficient questions to ensure I fully 
understand what Is required 
41. I consider problems only when they arise and do not waste time anticipating them 
42. After completion of tasks I think of reward for all participants 
43. I perfonm my work well 
44. I use other people to support my own interests 
45. When faced with tasks which are new to my experience I perform preliminary analysis 
46. I have a lot of attempts to overcome problems which are obstacles to successful task performance 
47. My leisure time is more Important to me than my working time is 
48. I search for ways of accelerating my work progress 
49. I do what other people consider risky 
50. I make every effort to achieve my personal purposes 
51. For successful task perfonmance I collect information from a lot of sources 
52. If one solution does not work I consider others 
53. I encourage people to change their point of view 
54. I keep my own opinion even when other people support the opposite point of view 
55. If I lack particular knowledge I can freely admit it 
II 
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Results of The Analysis 
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Appendix 5 The Results of Analysing 
Organisational Performance Dimensions 
(System "Expert") 
The Analysed Parameters 
Micro-conditions of the Organisation 
The Estimation ofProduction System 
The Estimation of Financial and Economic Systems 
The Estimation of Management System 
The Estimation of Marketing System 
The Estimation ofOrganisational Culture 
Macro-conditions of the Organisation 
The Estimation of Political Conditions 
The Estimation of Economical Conditions 
The Estimation of Social Conditions 
The Estimation of Technological Conditions 
Market Conditions of the Organisation 
The Estimation of Market Potential 
The Estimation of Market's Structure 
The Estimation of Market's Age 
The Estimation of Demand's ElastiCity 
the Contextual and 
Number 
ofa 
Parameter 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
• • 
....* 
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,Kottedzh~9S 6 6 2 4 ! 1 I 5 1 2 1 J J 2 2 3 J 3 2 3 2 2 2 2 0.5 6.5 1.62 
FortuQa 6 6 4 4 1 6 1 i 1 1 J 2 1 2 1 J 1 J 1 1 2 2 1 1 4.5 0.5 9 1 
2 6 J 3 3 2 1 3.3 6.5 4.5Mikromegas 6 1 J 2 4 4 4 4 3 5 2 3 1 2 1 1 -2 
Liga I I 1 4 4 1 1 3 1 4 4 6 3 6 2 6 2 1 I 5 2 3 5 0.5 4.5 I 9 
Tranntroy 1 3 4 3 3 1 I 1 I 1 4 (, 2 (, 3 4 6 1 2 I 4 3 I O.~ 4.5 I 9 
Komfort 4 • 2 1 3 2 I 3 1 1 4 1 2 5 2 I 3 6 3 3 2 (, 3 0.5 1.8 I 3.5 
Eksprellbud 4 3 4 1 2 4 1 I 4 3 4 3 5 2 2 3 5 (, 1 1 (, 1 5 -1 1.8 ·2 3.5 
Lu,~tQorf 1 I 2 1 1 2 I 1 1 3 2 (, 5 2 5 2 5 J 1 J 1 2 2 -1 4.5 -2 9 
Stroytck 6 5 (, 1 6 2 I 1 1 I 6 I 2 4 3 (, I I 3 2 2 1 0.5 0.5 1 1• 
t: PMK-4 I I 2 5 4 1 6 6 4 1 3 (, 2 6 3 3 2 3 1 3 1 3 3 -1 1.8 to 1.67
" E 
0. 

0 Flagman~S I 4 4 3 2 1 I 5 1 ! 2 3 3 1 1 5 5 4 3 3 4 3 5 0.5 4.5 1 9
;; 
:> 
•Diama.nt 4 3 3 4 5 I I 1 3 3 4 3 5 2 5 3 5 4 2 3 1 1 0.5 1.8 I 3.50" 
Malahit plu~ 1 1 1 2 1 1 I 4 2 4 3 5 4 3 3 4 4 2 2 1 5 ·1 '.5 ·2 , 
Intostroy 1 1 1 4 4 2 1 3 1 2 3 1 2 2 3 5 6 2 1 5 1 2 -1 4.5 ·1 9• 
Remransstroy I 1 3 4 4 2 I 1 1 2 2 6 4 2 3 6 3 2 3 2 2 2 -I 4.5 -2 9• 
TD I 4 2 1 2 2 I I I 2 2 (, 5 2 2 3 (, I 2 3 2 1 2 <l.5 4.5 I 9 
K..kad 4 J 2 2 4 I I 4 3 4 3 5 2 1 3 5 (, 1 1 6 2 5 -1 1.8 -2 3.5 
Budmaterialy 
• 
,Orcvopla~t I I 2 3 4 2 6 6 4 1 J (, 2 2 3 2 J 2 J 2 2 2 -I 1.8 2-5 1.61 
,Domus~Ccnter I 4 I 2 3 I 6 I J 4 (, 1 1 5 J 6 I 1 2 2 2 5 0.5 0.5 9 9 
PMK+I 1 4 2 2 I 6 I I J 6 3 5 1 2 3 3 4 I 5 4 2 2 0.5 0.5 9 9• 
Speclitmash 4 4 4 5 3 2 I 1 I 3 J 3 J 5 2 3 5 I 5 I 3 5 5 3.3 1.8 '.5 3.5 . 
Ekostroy I I 1 2 5 I 4 5 4 2 I 4 J 2 3 5 1 2 I 3 4 1 1.8 1.8 9 9• 
Stroytehllnab 4 5 2 3 5 4 I I I 4 1 2 2 2 1 5 1 2 3 2 I 1 4.5 1.8 9 J.S
''1':'" • 
Elitstroy I 1 2 3 2 1 (, 3 2 2 (, 3 S 4 6 6 1 1 I 3 2 3 0.5 0.5 9 9~ • 
Odesstroy 1 4 3 1 1 I I 4 I 1 1 I 3 2 2 1 5 4 2 J 4 I 5 1.8 4.5 3.5 9 
Chemomorgidr 3 J S 2 J 2 4 3 3 4 1 (, 5 2 2 4 6 1 S 3 I 1 5 0.5 0.5 6.$ 6.5olltroy 

Odesstraosstro 
 3 4 2 1 4 1 I 1 I 2 3 5 1 2 3 5 I 2 1 5 1 1 3.3 1.8 6.5 l.S•Y 
lIIic:hivsk 1 3 I 3 4 3 (, 5 I 2 6 1 1 5 J I 5 6 1 2 4 5 0.5 0.5 9 9•Naftotrans 
Zavod GBI-2 1 1 2 1 2 I 1 1 4 4 4 (, 5 6 4 (, (, 6 2 I 3 (, 5 -4 ••5 ·1 9 
(,Monolitstroy 1 4 I 1 3 2 4 5 1 2 4 6 3 4 I 6 (, 2 3 4 6 J -4 \.8 .. 4 
JUgvOeDstrOY 4 2 2 3 4 4 5 4 3 4 (, 5 4 1 (, (, 4 4 2 2 5 -2 ·1 .. -2.4­
.€'" • • 
Prombudmater (, 
-1.s" 1 3 4 2 2 I 1 5 3 1 I 6 l 6 2 I 5 (, 6 4 Z 6 -4 4.5 9 ialy 
Inno-trciding 4 3 4 3 3 1 (, \ \ I (, 6 I 2 2 3 (, 1 2 5 1 3 5 0.5 ·2 1.8 -8 
Juzhremmonta 1 (,I J J 1 2 1 \ \ 5 1 1 4 1 5 4 J I (, 5 2 2 -2 4.5 oS 9
zh 
Malva Luks I 4 1 3 2 2 (, (, I 2 4 (, I 2 4 5 6 3 6 3 2 5 -4 0.5 -8 1.14, 
Pusk 1 J 5 5 2 1 (, (, 1 5 (, (, 4 2 4 5 (, 6 I (, 2 2 6 -4 0.5 -8 1.U 
Zars 4 4 1 1 1 5 4 5 4 5 1 4 3 4 5 3 (, (, 3 2 2 5 -2 -1 -8 -3.' 
.0 • 
'a" Glavstroy 4 5 4 I 3 1 (, 6 4 4 I 4 I • 4 5 5 • 5 5 4 4 3 -\ -4 ·2 -8 
'5 
Mega 4 3 4 3 I I (, 5 I 4 (, (, 4 (, 2 (, (, (, 2 I 6 6 -4 -2 -8 -5.1•~ 
Peregud 6 4 2 I (, 2 4 5 4 2 I (, I 2 5 I 6 4 2 2 4 1 5 -2 I -2 -6 -5.S 
AnlJalt 4 4 I 5 2 4 I 5 1 4 6 3 6 I 5 (, (, 5 2 2 (, S -4 -I -8 -2.3• 
,Strob 1 3 1 1 1 1 (, 2 4 1 6 4 1 2 2 4 2 (, 3 4 6 2 -2 O.S -8 1.17 
2 
." ... __ ........,,' ___ 
• 
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Appendix 6 	 Example of the Results of the Qualities Analysed for 

Every Organisational Member ("Intostroy", Odessa, . 

Ukraine) 

The Qualities for Organisational Members in the Test of Personal Internal 
Creative Environment (Makartsev, 2002) 
Qualities 
Number (Scales) 
1 Perception of new ideas ' 
...• . .-........ ..... ········,······'····1 

Persistence 
Optimism
.-- " ..- , ..-... .... ~.'. ,,--" , .---,._,,-,.,-". ­-~ -'--"--'~'-."-'--'---"--'~ 
!o.l,~~f!.n~~_f!£.,!::!!~~~~~i!'JJ'- "'" .. ,.~ 
Readiness to risk 

Purposefulness 

"'.~,:f£ii£~'!jE~!J!!.~.~qlE.~~~t~q~~:.·~.~·: 
Abit.~t)J. to pJan 
.... _ ..J?Js,Eil!!.{'!'L ..__ ._._...... 
Co.!!!J..d.~"..ce 
The Analysed Qualities for Every Organisational Member according to the Questionnaire and 
the Procedure of Calculating the Results (Appendix 5) 
Average Level ofQualitIes Analysed Members of the Personallntema] 
Organisation Cretlve 
Environment 
1 2 3 4 5 6 1 8 9 10 
I , .';;~~jJ,,;!~1 13 	 11 14 12 13 15 16 12 8 9 

14 16 17 12 16 16
2 16 14 10 13 ~' '~~,G<,,:.',( 
3 17 18 16 16 13 17 19 14 11 14 1 . ,.' ': 15;5;':~d 
4 12 	 15 11 15 17 10 13 14 13 11 . '"iJ}'.' 
,'I "i&~.'l'IS 18 18 11 19 14 13 17 16 14 19 
6 21 19 17 18 19 14 19 23 15 19 _~_ :~bL~: 
7 13 15 12 14 16 10 10 15 12 14 
8 24 20 22 19 18 11 Z2 11l 16 24 I"'''.9 	 10 t"12 18 19 15 17 14 18 16 14 
I:~,~~,:.;i10 10 	 16 16 12 11 10 19 17 13 20 
I,m w,' "::~ 
11 13 11 14 17 18 8 8 10 11 13 
12 14 	 18 14 17 16 8 9 15 7 14 11,;:;.:' 
1'\0/.•,:313 8 11 13 12 14 11 10 15 12 16 
14 16 17 17 14 19 13 16 16 12 16 
.'"' 
15 16 19 16 17 13 10 16 18 16 19 ;:,,-~~ 
16 10 14 16 16 17 8 11 12 1 11 
11 24 18 J 19 20 19 16 18 17 14 19 :~Y~:"i~~iJ"LiS 
___ -------
.... ii\. 
314 
18 8 15 12 14 11 10 I15 16 14 19 13.4 
19 15 13 6 11 16 10 9 17 8 14 11.9 
20 	
..17 14 15 16 16 15 14 I 17 
' 
17 13 15.4I21 13 14 11 13 12 15 16 12 16 10 13.2 
22 8 12 13 10 I) 7 8 14 6 11 9.8 
23 16 17 14 15 20 13 15 13 17 19 16.9 
24 14 12 16 7 68 13 12 14 16 11.8 
2S 12 14 11 10 9 5 19 13 11 10 11;4 
26 10 15 13 14 16 9 17 18 10 12 13.4 
27 16 14 13 15 14 10 17 15 9 18 14.1 
28 14 19 18 20 14 17 14 16 12 19 16.~ 
29 13 12 14 15 12 12 13 11 10 11 12.3 
30 19 23 21 .....20 19 16 23 21 22 19 20.3 
31 16 17 14 13 14 17 1519 12 16 15.3 
32 15 12 17 14 13 12 17 19 10 13 14,2 
33 15 I 23 22 21 18 16 19 24 17 18 19.3 ". 
34 14 10 11 12 8 	 11.1 .'8 11 14 13 10 
3S 17 12 14 13 10 9 16 19 9 19 13.8 
36 15 19 18 18 17 15 19 20 13 15 .16.$ 
17 
37 13 14 18 12 8 10 11 7 15 12.5 ...'.' 
16 
38 14 15 17 18 12 11 15 17 18 15.:> 
I 	 .......... 

39 20 20 23 22 19 19 21 18 19 23 20A 
16 ..... 
40 , 12 12 16 15 10 15 16 11 19 '14.2' ... 
17 
.41 13 17 10 11 9 13 8 10 14 .•• 	 ". '12.%' 
15 
42 14 17 19 16 14 19 12 15 12 i'. '.. 15.:$ • 
18 
43 13 14 19 18 13 15 12 19 21 ;S.2 ...... 
15 .. .. . ... 
44 	 12 14 16 15 12 17 18 8 9 13.(; 
......24 	 :45 22 20 21 19 18 23 22 17 23 20.9 '.' 
19 ,....46 	 15 12 11 16 14 19 16 19 16 15.7 { 
47 14 13 14 15 16 12 12 13 11 12 ..... '13.2 . 
.... 
19 15 16 13 14 19 13 18 '.' 1S.148 17 17 P "'11.9'"49 14 11 6 9 10 7 18 15 16 13 
·······/,3J;··<1550' 13 11 12 14 15 10 15 16 14 h '\13.8' •... ,.
51 15 15 13 15 10 16 12 11 14 17 
, 
......19 17 22 14 18.252 18 17 16 	 21 19 19 
....... 

14 12.453 13 11 8 7 15 13 11 13 19 
16 14 1SA54 17 14 15 16 13 12 18 19 
.. 
14 15 19 17 15 13 21 15 16 '1$.2:..55 17 
14 13 11 17 15 12 14 '.:13.8<56 16 12 14 
,...., ,12.1'· " 
57 8 9 6 13 15 .... ".,12 17 14 10 17 
.'"19 23 18 1~.4 58 22 19 20 21 18 16 18 
".,:13§< ."i. 
17 13 	 14 1559 13 16 18 12 11 10 
-".:i3.ij·i;j'·_
14 11 14 15 17 13 11 1460 16 13 
·./.·C,:.,.1S.i"··"··· •. ,'.
19 17 14 1813 12 18 1961 17 14 	 .,', . 
.... 10';6..-,,"­
62 13 6 7 12 14 10 13 13 6 11 
17 .... ·1\\:;" .. ,...·" 11 11 17 15 13 12 11 10 63 14 
..... i,q'~._8 1010 1764 6 13 12 11 14 12 
···.,5.1'\ <: 
12 17 1916 16 8 13 65 18 15 17 
:/',.'11.9 ,•.....'.....820 14 10 12 15 9 66 15 11 5 
13 11 15 I .. 13.2, .'. 13 17 16 14 16 B 967 	
'.18.; <..19 1615 19 19 22 23 21 1768 16 
' 
19 '" 'is:t , 21 14 15 13 17 13 151969 11 
••=====';1 

315 
....I 	 . ··.1~.4,'70 14 17 15 21 19 8 9 	 8 14 19 
9 17 ·)·'·'~~.3C).71 12 16 15 12 11 13 10 	 18 
18 . ':'~.2·f·;'72 11 14 13 18 9 8 12 	 14 7 
'., .' 
73 18 19 20 21 20 17 23 	 24 19 22 '.. '.20.3'··, ... 
) ,) 
, 
74 22 19 17 18 24 18 23 	 21 22 21 20,3 
.' 
75 13 17 19 12 10 9 15 	 16 13 19 14.3 
"'.',' 
76 14 19 18 22 19 20 17 18 23 18 1&.6 ',' 
.... 
77 14 12 18 12 11 8 14 	 17 12 6 12.4 
13.5 .... 
.'78 18 12 14 19 13 10 11 10 9 19 
79 17 14 16 17 12 10 11 12 17 15 14.1 
80 14 19 22 15 13 16 13 19 14 16 16.1 ..... 
81 17 14 18 13 15 19 15 16 13 19 15.9 
), . 
82 19 11 11 15 14 12 13 18 17 18 14.8 
83 13 19 13 12 11 10 11 15 16 19 13.Q .....•. 
84 19 17 19 23 24 21 25 19 17 24 2M .'. , 
85 18 10 B 14 15 19 12 22 11 15 14.4 
'.,
86 13 15 12 11 21 9 7 12 16 10 12.6 
.,87 19 18 18 12 14 13 18 13 12 17 15.2 
88 15 12 15 17 18 13 14 10 8 17 13c9 
89 10 16 10 6 9 6 17 14 12 13 11.3 
90 15 13 17 18 14 10 14 16 13 18 ..···14.8 
91 10 15 17 9 14 10 15 19 10 14 "13.3
-'­
92 14 18 15 18 19 15 16 17 16 17 I. . " .. 1.11.4 
..... 93 19 24 22 23 19 18 21 24 17 20 20.7 
94 12 11 14 17 19 10 17 20 13 15 :.) 
, 
;4.S i < 
. 
95 19 18 14 18 19 22 22 19 17 19 ""'" 18:5" .... 
96 17 12 14 11 10 9 16 17 6 18 13.0 

); 
 16.8 ....97 14 23 15 18 17 16 19 18 14 14 
98 19 16 14 19 13 10 14 13 15 19 "<';, 15.2 <, 
99 22 22 19 20 17 18 19 19 20 16 19.2 
100 10 9 13 11 16 17 10 9 12 13 12.0 
I' ;" .. 13.2 '.'101 15 20 12 19 10 13 11 13 11 8 ." 
.. ' ." 
102 23 19 20 17 18 18 23 24 16 18 111.4 
103 14 15 10 6 18 15 12 14 19 21 1.4.4 
104 17 , 24 22 21 19 23 24 19 22 23 21.4 
...... ' 
105 16 19 23 20 18 17 19 16 19 20 11!.7 
106 18 16 17 12 14 10 8 7 9 19 ....;. 13;0/ 
.... 
107 17 17 14 16 19 13 15 19 15 14 is-I! 
... 
108 14 19 14 16 17 10 13 16 10 14 14.3'>" 
109 11 16 12 10 11 7 14 9 8 9 ,; 10.7 " 
110 13 17 18 12 10 11 15 12 16 17 ::< '14;1 •.....• , 
111 10 12 10 16 13 11 10 14 17 12 .12.4 >,
-'­
112 16 18 15 17 11 12 15 17 19 13 ...... 15,3 .'•...•.. ".'. 
113 14 13 15 12 11 10 11 13 12 10 12.1 
114 16 19 18 15 19 14 16 20 15 17 ~i9 .\ 
115 18 15 16 14 10 9 16 23 15 10 '.' 14.6 " 
.... 
116 10 14 17 13 14 10 9 16 12 14 12.9
....• 
. .. 
117 12 19 16 11 8 19 11 16 13 17 14.2 
'.118 16 14 15 21 10 9 13 17 12 14 1~:1.·"···;·'······.' 
119 14 14 17 19 10 8 14 17 13 19 , 14.$·'·.······ .... 
'. ."120 18 10 9 7 16 17 15 12 14 16 13.4 
. 
.'.121 13 11 17 18 19 10 11 10 9 18 13.6 
I 
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122 22 18 19 20 23 17 24 22 19 23 I/';~. '~.F~/:1. 
123 18 19 16 17 13 14 15 17 14 19 .'C'!" ,.T:"jS .i;''; 
124 19 21 16 17 13 15 I 14 18 18 13 'i'l. ,1,:'1.6 
,i 
125 15 15 18 16 18 10 13 16 11 7 ·'i'i)'l~.~(;/ ..... 
126 22 20 22 24 25 19 25 23 17 19 i .. ! '. :{21;& . , ...•'.'..•• i 
127 18 14 18 18 19 22 17 19 18 21 ,i·'i18:2 . , ..... 
128 18 12 14 15 18 10 9 19 7 22 ,.,.,' .i14',f:·' 
129 5 8 12 15 10 6 18 14 8 13 'i ,10;9". 
130 19 12 10 8 9 7 15 18 16 18 ..··...\:h2 .., ..... 
.. 
131 12 15 18 10 13 6 14 12 11 14 ' . 12/> 
.. 
132 24 18 20 21 19 17 19 22 18 23 20.1 
133 
134 
13 
17 
14 
15 
12 
19 
11 
16 
15 
23 
10 
18 
13 
15 
15 
22 
12 
19 
17 
16 
.i"'.',.. 13.2 
I: 
,.....•. 
1$.0 
"',
..' 
. 
...'.', 12:8135 19 13 15 11 10 9 13 12 11 15 
.' ":'20.3 •...136 23 20 21 24 22 18 18 19 17 21 
.....137 16 13 17 18 22 12 14 11 10 13 14;6 
138 20 19 11 15 11 17 18 14 19 12 
-
·'15;6 .~ .. 
': . ..,139 16 22 20 21 19 15 19 23 22 15 11d 
140 14 11 12 16 15 10 18 12 11 15 13;4 , 
141 19 22 21 24 20 22 15 16 22 19 20.0 
.,. 
142 15 13 16 17 10 6 13 7 14 11 2 12.2 2. 
.i143 6 13 15 12 14 17 13 15 16 7 12.8 ."'. 
.... 
144 13 19 15 15 12 10 11 16 17 15 14,3 
········20.5145 23 19 16 23 22 20 19 21 20 22 
146 13 15 11 10 6 15 15 13 12 15 12.5 
. ' .'. 
147 18 19 17 18 23 19 14 17 19 16 18:0' 
'. 
, 14,'1 
149 14 18 17 18 15 13 19 20 12 16 . 16:2 
150 13 19 22 12 17 16 18 19 19 11 16.'6' 
148 20 15 15 12 11 10 14 16 16 18 
.'. 

.... ,. 
.... ' . ..
151 18 10 6 13 15 12 17 9 11 13 124 
,i
.,152 14 17 18 13 19 11 13 12 8 19 14.4 
153 13 10 10 11 12 16 11 8 6 7 10.4 
154 12 13 16 14 13 10 11 9 10 9 11.7 
155 14 16 17 10 9 12 11 13 16 17 13.5 
156 19 13 15 12 16 10 17 18 8 11 13.9 
157 17 18 18 18 15 19 20 16 14 16 17.1 
158 16 12 14 13 11 6 12 14 13 19 13.0 
.
".159 7 13 8 10 14 8 8 10 13 15 10.6· 
·,·······'11:1 , 160 10 13 16 15 13 11 10 8 9 6 I' 
.
..... , .' 
162 18 15 17 18 14 ...... 
161 13 15 13 11 10 9 10 16 18 12 ."'12.1 
"15 13 11 11 13 .i·14.'5 .' 
.'.... 
163 23 24 21 20 25 18 19 23 18 22 21.3 
164 16 17 16 18 15 17 13 21 19 20 "'";~ ;·Ai 
165 15 16 13 14 17 18 12 14 16 18 > 15.3 
166 17 1814 21 14 16 11 20 17 23 17.1 
167 13 7 14 16 17 11 10 12 15 13 12.3 
168 11 15 17 18 13 15 12 11 14 19 14..5 
Average for every 1'.,+ 15;4 •... .'1$.4 15.4 15.3 15;0 12.9 14.9 ". 13.7Qualities 15.6 15.8 14.9 
......I> .... , .'. 
.... 
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The Distribution of the Results of Personal Internal Creative Environment 
for Every Organisational Member into Sociocognitive Groups and Types 
according to the Scale of Perspespective Opportunities 
Members of the Organisation "Intostroy" (according 
to the defined Groups) 
ModerateEntrepreneurs Sub-entrepreneurMembers 
34 94 40 
Members of the Organisation "Intostroy" (according 
to the defined Types) 
7. Self-sacrifice 16 6 
6. Aspiration to Victory 18 5 
5. Aspiration to Success 22 4 
4. Aspiration to new Knowledge 31 2 
3. Aspiration to prosperity with 41 1risk 
2. Aspiration to prosperity without 27 3risk 
1. Adaptation 13 7 
The Sequence of Types 3425671 
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Appendix 7 The Results of the Analysed Qualities for every 
Organisation 
Qualities 
Number! (Scales) 
Persistence 
--~-----~"""--.'-""--' '. - _. -""""~~-"-'-'--'-'-.-'-~---'''~-'-' 
Optimism I 
~."'"" ••''''''''. """"'''''' ,""'.,,"" " " ••"--"-""-,••,,,,,.,.,, ,__"_,."",,• ..1 
,.".""!.o.~:~~,!~~,,oLll!!.=~~t.~~'!.lJ! ' 
Readiness to risk 
.~,!~!!()!e[u.lll~~~__ ,..,_.. ..." 
Con,,~~'!,,!l'f!!!?'!.()L~,!~n!.!()n 
A!!!.I!~."~()J!.I~1l,,.,. ",' 
Di.~~ip~i!!:: ... 
Co.!!£!!:f!'!:E~.".,,, 
Average Levels of Qualities Analysed 
Average for 
Organisations Every 
Organisation 
1 2 3 4 5 6 7 8 9 10 
17.1 16.5 16.8 16.6 16.6 15.~ 14.0 14.2 16.6 17.2ABI 
16.7 16.4 16.6 16.3 16.3 16.1 13.8 14.3 16.8 17.1Aska 
14.4 14.S 14.6 15.1 15.2 14." 1s.o 15.2 14.8 16.3Diamant 
1".8 16.3 15.3 15.2 14.4 14.7 14.0 15.4 15.8 15.1Crevo last 
16.1 16.8 18.1 16.0 16.8 13.7 16.0 18.6 14.3 16.5 
16.2 15.2 16.1 15.7 15.8 14.1 15.8 16.3 16.2 16.8 
1".1 14.3 14.0 15.3 16.2 14.9 13.7 13.4 14.5Glavstro 1"." 
13.0 13.5 13.7 13.4 13.4 12.7 13.4 14.4 14.6 13.8Inno-treidin 
13.1 12.5 13.0 13.2 13.9 14.8 14.9 15.2 14.6 14.1 
15.8 18.7 18.1 18.2 14.9 15.0 18.3 18.7 15.7 16.0Kaskad 
16.6 16.3 18.2 16.1 16.7 16.6 15.1 16.5 16.7 17.7Kottedzh-95 
14.4 15.4 15.2 15.2 15.4 13.4 15.1 16.3 14.6 16.3Lustdorf 
14.4 12.6 14.4 14.3 14.5 14.7 12.5 12.7 13.6 13.8Malva Luks 
1fS.1 15.9 15.6 16.0 16.9 16.3 14.3 14.7 16.6 17.5 
16.2 16.2 18.2 16.5 16.7 16.0 14.2 14.2 16.5 18.7 
13.6 13.9 14.6 14.2 14.0 14.8 14.4 15.1 15.2 14.9 
13.6 14.0 14.0 14.3 14.2 15.1 14.1 13.6 14.1 15.0Pere ud 
14.4 15.2 14.8 15.1 15.8 14.7 15.4 15.6 15.1 15.5PMK-4 
16.5 16.5 15.8 16.2 18.2 15.8 14.5 14.3 16.7 11l.8PoliK 
14.8 13.1 14.0 14.8 14.5 15.0 14.7 13.0 13.2 14.5Pusk 
17.3 18.7 16.8 17.0 16.6 16.1 14.5 14.7 16.4 17.3SQ lasie 
14.5 13.2 14.4 14.8 14.9 14.8 14.9 12.4 12.7 14.1Strob 
10 
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Stroytek 
Temp 
Vidbudova 
Zavod GBI-2 
Aramat 
14.6 
16.8 
16.4 
14.2 
14.2 
16.2 14.8 
15.9 17.2 
15.9 15.3 
13.7 
I 
13.8 
14.4 14.4 
16.3 
16.4 
14.8 
13.2 
13.8 
15.7 
16.8 
15.6 
13.8 
14.6 
14.6 
15.8 
15.9 
14.7 
14.8 
15.3 
13.5 
15.8 
14.8 
14.8 
16.4 
13.6 
15.8 
14.7 
13.1 
14.9 
16.5 
15.9 
14.2 
13.3 
15.6 <::i ~~i~i:. ·;;.i 
17.0 
/)"1M .• '•••.·'··!..
'.y.:,' 
.' 
14.9 1M '.' 
14.1 
....14.1// ...... 
15.0 
...•. 14.2 i'. 
Chernomorgidrostrov 
Domus-Center 
12.5 
13.6 
13.3 13.9 
14.7 14.0 
14.3 
14.8 
14.7 
14.6 
15.1 
14.9 
15.4 
14.8 
14.7 
14.3 
14.7 
14.9 
14.9 I. .14.4.> 
14.8 14.5 
Ekostrov 
Elitstrov 
13.0 
13.5 
13.2 13.0 
13.8 . 14.3 
14.5 
15.0 
13.6 
14.9 
14.0 
14.3 
14.2 
14.8 
15.0 
14.6 
14.8 
14.5 
14.5 14.0 
15.5 14.5 
Fortuna 
lIIichivsk Naftotrans 
Intostrov 
16.1 
13.6 
16.4 
15.7 15.4 
13.9 14.1 
15.4 15.3 
16.1 
14.3 
16.4 
15.1 
13.7 
15.0 
16.1 
14.1 
12.9 
14.5 
14.1 
14.9 
13.3 
14.8 
15.6 
16.4 
14.0 
13.7 
16.7 15.5 
.< 
14.4 14.1 
15.8 14.9 '.' 
Juzhremmontazh 
Komfort 
13.1 
14.8 
13.2 13.4 
14.8 16.5 
13.9 
15.3 
13.2 
14.7 
13.6 
13.8 
14.5 
15.3 
13.8 
15.6 
13.8 
13.6 
14.7 13.7 
15.9 14.9 
Liga 
Malahit Plus 
16.1 
15.7 
15.3 15.8 
15.9 15.6 
16.4 
15.0 
14.6 
15.6 
12.1 
15.5 
14.7 
16.6 
15.4 
16.0 
14.2 
15.1 
16.3 15.0 
.... 
16.8 15.8 
Mega 
Monolitstrov 
Odesstrov 
14.0 
13.9 
13.8 
13.1 14.0 
12.2 12.1 
13.3 13.B 
14.3 
12.1 
~4.6 
14.2 
12.8 
14.6 
14.1 
14.6 
14.5 
13.9 
14.9 
15.1 
14.0 
15.6 
15.0 
14.0 
15.3 
14.7 
14.3 14.0 
15.5 13:9 
15.3 14.5 
Olvia 16.1 16.1 15.8 16.2 15.8 16.0 14.4 14.6 16.4 17.1 16.0 
Piramida 16.7 16.2 17.0 18.2 16.3 15.4 13.6 14.4 18.7 17.2 16.9 .' 
PMK-14 
Prombudmaterialv 
Remtransstrov 
Speclitmash 
Stroytehsnab 
TO Budmaterialv 
Transstrov 
Zars 
13.0 
14.1 
15.4 
13.3 
13.3 
14.6 
15.7 
14.0 
14.4 13.3 
11.1 13.3 
15.4 15.8 
14.4 14.3 
14.0 13.5 
14.6 15.8 
15.2 15.6 
14.0 14.5 
15.4 
14.2 
15.0 
14.5 
14.2 
15.3 
15.7 
14.1 
14.4 
14.3 
14.6 
14.2 
13.9 
15.8 
15.3 
15.0 
14.6 
13.8 
13.9 
14.4 
14.1 
14.7 
13.8 
14.2 
14.2 
14.3 
15.3 
14.3 
13.9 
14.5 
15.9 
15.1 
14.5 
14.0 
15.9 
14.4 
14.4 
15.3 
15.5 
14.3 
15.0 
14.0 
14.8 
14.4 
14.6 
14.9 
13.9 
14.0 
14.1 14.3 
12.5 13.6 
16.4 15.3 
15.2 14.3 
15.0 14.1 
15.6 15.1 ....... 
18.0 15.2 
14.1 14.3 
Average for 
every Qualities 14.8 14.7 14.9 15.0 15.0 14.7 14.7 14.7 14:9 15.5 14.9 
... 
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Appendix 8 The Results of Analysing the Social Dimension 
The List of the Behavioural Imperatives 
The Behavioural Imperatives Appropriate for Different 
Orf!anisational Conditions 
1. 	 An inspiration for the ideal of success and victory 
2. 	 Competition race for power Is the most merciless: "The end justifies the means" and 
"The fastest one reaches the target first" 
3. 	 Demarcation of activities, responsibilities, spheres of influence 
4. 	 Do not be different from other people 
5. 	 Egoistic people prevail 
6. 	 Everybody aspires to show their importance in the organisation 
7. 	 High discipline, it is necessary to work hard to be the great 
8. 	 Only the present is a reality: "Just one day but mine" 
9. 	 The growth of ambition and individualism 
10. 	 The organisational collective is suppressed 
11. 	 The organisational collective is united by organisational purposes and future success 
12. 	 There is an ideal of behaviour that should be observed, conservatism, 
13. 	 There is an indifference, disbelief and ignorance in the organisational collective 
14. 	 There is ordering of everything 
15. 	 We are calm at work, even-tempered people dominate in the collective 
16. 	 We are tired of constant changes and improvements, everything is great without these 
changes: "Let me livel" 
17. 	 We are tired of the great persons: heroes, be offl 
18. 	 We want to be calm at work without stresses 
19. 	 We want to be the Greatl 
20. 	 You must be exactly alike for the cause, for the companyl 
The Results of the Identification of the Behavioural Imperatives for Every 
Organisation 
... 
.... 
..Q Imperatives of Behaviour Chosen by Two Groups 
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Wo_ . + I . . 
3471.Mana ers + . . .51 JUZllremmontzh 12141' 
Workers .. .. .. .. 
10 
The Behavioural Imperatives for Organisational Position "Forming" 
1 2 3 4 5 6 7 8 9 [0 II 12 13 I 14 [5 16 17 18 19 20 
Llga Managers .. .. .. 
I 
.. 
Workers .. .. .. .. 
Transstroy ManaQers .. .. .. .. 
Workers .. .. .. + 
Komlort Managers + + .. .. 
Workers .. .. .. .. 
Ekspresbud ManaQers .. .. .. .. 
Workers .. .. .. .. 
Lustdorf Manaoers .. + .. .. 
Workers .. .. .. .. 
Stroytek Managers 
.. .. .. .. 
Workers + .. .. .. 
PMK-4 Managers .. .. .. .. 
Workers .. .. .. .. 
Flagman-S ManaQers .. .. .. + 
Workers + .. + .. 
Diamant Managers .. .. + .. 
Workers .. .. .. .. 
Malahlt Plus Manaqers + .. 
.. .. 
Workers .. .. .. .. 
Intostroy Managers + + 
.. .. 
Workers .. .. .. .. 
Remtranssroy Managers .. .. .. .. 
Workers + .. .. .. 
TD Budmaterialy Managers .. 
.. .. + 
Workers .. + .. .. 
Kaskad Manaoers 
.. .. .. 
Workers .. .. .. .. 
Drevoplast Managers .. .. .. .. 
Workers .. .. .. .. 
Total 5 13 1 0 2 14 5 i 1 14 1 3 4 1 3 4 5 3 6 11 9 
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The Behavioural Imperatives for Organisational Position "Developing" 
I 2 3 4 5 6 7 8 9 10 II 12 13 14 IS 16 17 18 19 20 
Liga Manacers + + + + 
Workers + + + + 
Transstroy Manacars + + + + 
Workers + + + + 
Komfort Manaoers + + + + 
Workers + + + + 
Ekspresbud Managers + + + + 
Workers + + + + 
Lustdorf Manacers + + + + 
Workers + + + + 
Stroytek Managers + + + + 
Workers + + + + 
PMK-4 Manaaers + + + + 
Workers + + + + 
Flagman·S Manaaers + + + + 
Workers + + + + 
Diamant Manacers + + + + 
Workers + + + + 
Malahit Plus Manaaers + + + 
+ 
Workers + + + + 
Intostroy Manaaers + + + + 
Workers + + + + 
Remtranssroy Manaoers + + + 
+ 
Workers + + + + 
TD Budmaterlaly Manaaers + + + + 
Workers + + + + 
Kaskad Manaaers + + + 
Workers + + + + 
Drevoplast Manaaers + + + + 
Workers + + + + 
Total 5 13 1 0 2­ 14 5 1 14 1 3 4 1 3 4 5 3 6 11 9 
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The Behavioural Imperatives for Organisational Position "Maturity" 
I 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 
Domus-Center Mana~ers + + + • 
Workers + + • • 
PMK-14 Managers + + + + 
Workers + • • + 
Speclltmash Managers + + • + 
Workers + • • • 
Ekostroy Manaoers • • + + 
Workers • + + + 
Sroytesnab Managers + + + + 
Workers + + + + 
Elitstroy Managers • • + + 
Workers + • + + 
Odesstroy Managers + + + + 
Workers + + + + 
Chernomorgldrosroy Managers + + + + 
Workers + + + + 
Odes.transstroy Manaoers + + + + 
Workers + + + + 
illichivsk Naftorans Managers + + • + 
Workers + + + + 
Total 2 4 3 0 1 6 1 0 6 9 2 3 0 3 1 10 10 9 2 2 
The Behavioural Imperatives for Organisational Position "Inertia" 
1 2 3 4 5 6 7 8 9 10 II 12 13 14 15 16 17 18 19 20 
Zavod GBI-2 Managers + + + + 
Workers + + + + 
Monolitsroy Managers + + + • 
Workers + + + + 
Jugvoensroy Managers + + + + 
Workers + + +. + 
Prombudmaterlaly Mana~rs + + + + 
Workers + + + + 
Inno-treldlng Managers + + + + 
Workers + + + + 
Juzhremmontzh Managers + + + + 
Workers + + + + 
Total 2 1 6 1 3 1 1 2 J 2 1 6 1 6 5 1 1 1 2 1 
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The Behavioural Imperatives for Organisational Position "Uncertainty" 
I l 3 4 5 6 7 8 ~ 10 11 12 13 14 15 16 17 18 19 20 
Malva Luks Managers + + + + 
Workers + + + + 
Pusk Managers + + + + 
Workers + + + + 
Zara Managers + + + + 
Workers + + + + 
Glavsroy Man~[Lers + + + ... 
Workers + + + + 
Mega Managers + + + + 
Workers + + + + 
Per.gud Managers + + + + 
Workers + + + + 
Aramat Man~ers + + + + 
Workers + + + + 
Strob Managers + + + + 
Workers + + ... + 
Total 1 3 0 8 6 2 2 7 1 1 3 1 7 0 4 2 2 1 0 2 
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